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In the United States, self-promotion during a job interview is not just common, it
is expected (Paulhus, Westlake, Calvez, & Harms, 2013). Job applicants are encouraged
to inform potential employers about the qualifications, strengths, and professional
accomplishments that make them the best fit for the job, which requires applicants to
engage in self-promotion during the job interview. Literature has begun to suggest that
sociocultural factors such as gender or culture may influence an individual’s propensity
to engage in modesty as opposed to self-promotion in career-related contexts like the job
interview. However, few studies have explored how these sociocultural factors interact to
influence career-related self-presentation. The present qualitative study explored the
experiences of a sample of undergraduate Latina college students during job interview
self-presentation. The findings suggest that participants demonstrate a propensity to
engage in modest self-presentation during job interviews and that sociocultural factors
(culture, gender, family) and specific experiences (career development and learning
experiences, experiences of discrimination, experiences of positive and negative affect)
may influence their self-presentation tendencies and experiences. It is the researcher’s
hope that the findings of this study will highlight the need for further research exploring

how race, ethnicity, and culture intersect with other sociocultural factors to impact careerrelated self-presentation.
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CHAPTER 1: INTRODUCTION
Statement of the Problem
Job applicants in the United States are expected to inform potential employers
about the qualifications, strengths, and professional accomplishments that make them the
best fit for the job, which requires applicants to engage in a process of self-promotion
during the job interview. Self-promotion is an important task given that employers in the
U.S. frequently rely more on job interviews during the hiring process than on paper
credentials such as résumés (Stevens & Kristof, 1995). Self-promotion is the “act of
promoting one’s positive characteristics in an attempt to elicit attributions of
competence” (Higgins & Judge, 2004, p. 623). In the context of a job interview, selfpromotion includes “pointing with pride to one’s accomplishments, speaking directly
about one’s strengths and talents, and making internal rather than external attributions for
achievements” (Rudman, 1998, p. 629). In the United States, self-promotion during a job
interview is not just common, it is expected (Paulhus, Westlake, Calvez, & Harms, 2013).
Self-promotion behaviors have been found to be positively correlated with hiring and
promotion decisions in the workplace (Paulhaus et al., 2013; Rudman, 1998) as well as
impressions of job applicant competence (Dipboye & Wiley, 1977; Higgins & Judge,
2004). Furthermore, research suggests that self-promotion is positively related to a
number of other successful career outcomes such as career advancement (Rudman, 1998)
and effective networking (Budworth & Mann, 2010).
Within the context of the job interview, the opposite of self-promotion is modesty
(Budworth & Mann, 2010). Cialdini and DeNicholas (1989) define modesty as “the
under-representation of one’s positive traits, contributions, expectations, or
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accomplishments” (p. 626). Previous research suggests that modesty tactics may increase
a job applicant’s likability; however, modest self-presentation may have detrimental
effects on the applicant’s perceived competence (Giacalone & Riordan, 1999). For
example, potential employers may misinterpret an applicant’s modest self-presentation as
low confidence or as lacking the qualifications required for the job. Within a context that
relies on self-promotion, such as the American job interview, there can be significant
consequences for modest self-presentation behaviors including loss of employment
opportunities for job applicants and biased job selection outcomes for potential
employers. Additionally, modest self-presentation may contribute to challenges in other
career-related contexts such as salary negotiations, performance appraisals, or
professional advancement opportunities.
Some literature (e.g., Paulhaus et al., 2013; Sandal et al., 2014; Budworth &
Mann, 2010; Berg et al., 1981; Cialdini & DeNicholas, 1989) has begun to suggest that
sociocultural factors such as gender or culture may influence an individual’s propensity
to engage in modest self-presentation as opposed to self-promotion in career-related
contexts like the job interview. However, few studies have explored how sociocultural
factors interact to influence career-related self-presentation. The present study was
designed to contribute to the research in this area by exploring the job interview selfpresentation tendencies and experiences of a sample of undergraduate Latina college
students.
Gender
Gender socialization appears to contribute to differences in the self-presentation
styles of women and men (Budworth & Mann, 2010). According to social role theory,
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behavioral differences are learned starting at a young age when girls and boys are taught
to adhere to socially-constructed gender norms and are met with disapproval when they
behave in ways inconsistent with these gender norms and expectations (Budworth &
Mann, 2010). Gender socialization influences how women and men present themselves in
career-related contexts. Although self-promotion may be an expectation for applicants
during job interviews in the United States, the act of self-promotion aligns more with
traditional masculine gender norms; whereas, acts of modesty and/or sharing credit with
others align more with traditional feminine gender norms in the U.S. (Wosinska et al.,
1996; Miller et al., 1992). Research suggests that women in the U.S. tend to underrepresent their qualifications, strengths, and professional accomplishments while men
generally promote their professional attributes (Budworth & Mann, 2010; Berg et al.,
1981); this tendency has been coined the “feminine modesty effect” (Gould & Slone,
1982; Budworth & Mann, 2010). The feminine modesty effect is based on the assumption
that society holds different expectations for how women and men should present
themselves in achievement situations (Gould & Slone, 1982). Women are expected to
present themselves with feminine modesty by downplaying their accomplishments in an
effort to avoid being judged unfeminine; whereas, men are expected to promote their
successes and present a successful self-image (Gould & Slone, 1982; Budworth & Mann,
2010). Gould and Slone (1982) suggest that the feminine modesty effect contributes to
women’s presentation of relatively low self-expectations, decreased acceptance of
responsibility for success, and greater acceptance of responsibility for failure compared to
men.
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The feminine modesty effect appears to contribute to disadvantages for women
who are seeking employment, negotiating a salary, or seeking professional advancement
in the workplace (Gould & Slone, 1982; Budworth & Mann, 2010). For example,
research suggests that women who engage in modest self-presentation during job
interviews are generally viewed as more socially attractive but less competent, which can
translate into appearing unqualified for the position (Budworth & Mann, 2010; Rudman,
1998). With regards to salary negotiations, research indicates that women do not
negotiate as effectively as men, not because they lack the skill for negotiations but
because women tend to downplay their negotiation skills as well as their positive
attributes and accomplishments during negotiations (Amanatullah & Morris, 2010).
Furthermore, women who present themselves modestly in the workforce may risk not
being recognized for their work. Research suggests that women tend to take less
responsibility for successes and accept more responsibility for failures (Wosinska et al.,
1996). As Budworth and Mann (2010) explain, “work that is not recognized is not
compensated” (p. 180). The feminine modesty effect also appears to contribute to
persistent workplace inequalities for women including less female representation in top
management positions (Budworth & Mann, 2010).
While women who conform to the feminine modesty norm may face certain
career barriers in terms of job interviews and employment, salary negotiations,
performance appraisals, and professional advancement, women who counter the modesty
norm and instead promote their positive attributes and achievements may face other kinds
of challenges. For example, research by Rudman (1998) suggests that women who
engage in self-promotion may suffer social backlash (be seen as less “socially attractive”)
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for violating the feminine gender norm of modesty. Furthermore, a study by Smith and
Huntoon (2014) found that women who violate the feminine modesty norm may
experience “uncomfortable situational arousal” (e.g., nervousness, anxiety, discomfort)
that leads to lower motivation to engage in self-promotion as well as lower levels of selfpromotion on a self-presentation task. These studies suggest that for women modesty is a
double-edged sword. Women who conform to the feminine modesty norm may face
career barriers such as loss of employment opportunities, lower salaries, and fewer
opportunities for career advancement; however, women who counter the feminine
modesty norm may face social or psychological challenges.
Culture
To date, few studies have considered how sociocultural factors like race,
ethnicity, and culture may influence self-presentation behaviors and career-related
outcomes (Paulhaus et al., 2013; Sandal et al., 2014; Kang et al., 2016). However,
consideration of cultural factors is essential in understanding the process of career
development. A group’s culture defines norms and expectations that dictate what types of
behavior are appropriate (Schmid Mast, Frauendorfer, & Popovic, 2011). Emerging
research has begun to suggest that self-presentation tendencies may differ across cultures
(Sandal et al., 2014). For example, Paulhaus and colleagues (2013) found that modesty is
a value among East Asian cultures; East Asian individuals tend to present their strengths
and accomplishments modestly in order to avoid diminishing the strengths and
achievements of others (Sandal et al., 2014). Similarly, Chen, Bond, Chan, Tang, and
Buchtel (2009) found that East Asian cultures utilize modesty as a means to promote
intragroup harmony. In contrast, literature suggests that Western societies like the United
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States tend to value self-promotion, assertiveness, and independence (Elliot, Chirkov,
Kim, & Sheldon, 2001; Xin & Tsui, 1996). König and colleagues (2011) suggest that
modesty values, or the extent to which modest behavior is endorsed, is a cultural norm
that likely influences the degree to which individuals engage in modest self-presentation
behaviors versus self-promotion.
Early research in this area suggests that self-presentation preferences and tactics
are influenced by culture and that hiring decisions appear to be impacted by both job
applicants’ culturally-derived self-presentation behaviors and the cultural background and
values of those making employment decisions (e.g., employment recruiters, interviewers;
Paulhus et al., 2013; Schmid Mast et al., 2011; Derous, 2017). These preliminary findings
suggest that cultural factors influence self-presentation tendencies and career-related
outcomes; however, more research in this area is needed. Most of these studies have been
conducted internationally, predominantly with samples from European or East Asian
countries. Research within the United States has mainly utilized Caucasian participants
and has failed to capture the racial-ethnic diversity and various cultures representative of
job applicants and the workforce within the U.S. The lack of research with diverse racialethnic groups within the U.S. leaves a major void in the literature on career-related selfpresentation.
Latinas: Culture, Gender, and Career Development
The present study expands the literature in this area by exploring the experiences
of a sample of undergraduate Latina college students during job interview selfpresentation. The study is grounded in a person-in-environment perspective, which
suggests that career development is influenced and constructed within environmental
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systems such as family, culture, community, workplace, and other environments
(Blustein, Schultheiss, & Flum, 2004). In other words, individuals develop in evolving
historical and cultural contexts and in sociocultural interactions and relationships, and a
vast array of influences shape learning, thinking, decision making, and behavior (Young
& Collin, 2004). One such person-in-environment perspective is the Theoretical Model of
Latina Career Development proposed by Gomez and colleagues (2001). The model
suggests that Latinas’ career development is influenced by four major constructs
including the self; cultural, familial, and personal background variables; the immediate
context; and current sociopolitical conditions. The self includes personal characteristics,
life purpose, ethnic identity, gender identity, life philosophy, and life roles. Cultural,
familial, and personal background variables reflect Latina cultural values, gender role
socialization, familismo, and familial career aspirations. The immediate context considers
challenges, opportunities, social supports, coping skills, and managing work and family.
Sociopolitical conditions reflect Latina subgroup experiences as well as sociopolitical
movements. The core category of the model is Latina’s career-life path, which is created
by the interaction of the four major constructs. In other words, Latinas’ career-life path
can be described as an implementation of the self within the immediate context, both of
which have been influenced by culture, family background, and sociopolitical conditions.
A visual representation of the proposed model can be found in Appendix A. The
underlying assumptions of this theoretical model suggest that culture and gender, in
combination with a number of other sociocultural and contextual variables, shape the
self-presentation tendencies and experiences of Latinas in career-related contexts such as
the job interview.
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This line of research may be particularly salient for Latinas given the cultural
values and traditional gender roles typically held within the Latinx culture, such as
marianismo, simpatía, and respeto. Marianismo suggests that women should be modest,
subordinate to others, and self-silencing (Miville, Mendez, & Louie, 2017); simpatía
emphasizes that Latinas should maintain harmonious relationships facilitated by smooth
and pleasant interactions; and respeto suggests that Latinas should display obedience and
duty in deference to their status in a hierarchical structure (Piña-Watson et al., 2014).
Latinas who embrace these cultural values and traditional Latina gender norms may be
particularly likely to engage in modest self-presentation behaviors, which may contribute
to career-related barriers for Latinas in terms of employment opportunities and outcomes,
salary negotiation, and professional advancement. Despite these potential career barriers,
and the fact that Latinas account for a sizable percentage (14.7 percent) of all women in
the U.S. workforce (Mora, 2015), no previous research has examined the career-related
self-presentation tendencies and experiences of Latinas in the U.S.
Significance of the Research Project
The present study contributed to the literature on self-presentation by exploring
the experiences of a sample of undergraduate Latina college students’ to learn more about
the ways in which sociocultural factors such as culture and gender intersect to influence
job interview self-presentation tendencies and experiences. Latinxs have largely been
overlooked in the research on career-related self-presentation. However, Latinxs
represent a major portion of the U.S. population and workforce. According to the U.S.
Census Bureau (2017), the U.S. population continues to grow more diverse each year,
with Latinxs cited as one of the fastest growing racial-ethnic minority groups in the U.S.
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(Arbona, 1990). In 2017, the Latinx population in the U.S. reached an all-time high of
57.5 million, which represents the largest racial-ethnic group after non-Hispanic white
Americans (198.0 million) and is significantly larger than other racial-ethnic minority
groups (African Americans, 46.8 million; Asian Americans, 21.4 million; Native
American, Hawaiian, American Indian and other indigenous individuals, 8.2 million;
U.S. Census Bureau, 2017).
According to Arbona (1990), the word Hispanic is used to describe a diverse
group of people who share a history of Spanish colonialism in Latin American countries
including Mexico, Puerto Rico, Cuba, and other Central and South American countries.
While Hispanic and Latinx are sometimes used interchangeably, some argue that the
word Hispanic implies descendancy from Spain without accounting for the indigenous
background of many people from Latin American countries (Steinberg, 2004). Due to the
limiting nature of the word Hispanic, the present study will predominantly utilize the
terms Latina, Latino, and Latinx. Latina refers to a woman of Latin American descent,
Latino refers to a man of Latin American descent, and Latinx is a gender-neutral way to
refer to a person of Latin American descent. Results from previous research and
statements made by participants will be discussed utilizing the terminology consistent
with the original source.
The present study explored the job interview self-presentation experiences of
Latina undergraduate students utilizing a qualitative, phenomenological research design.
A qualitative approach seemed appropriate for the proposed study given the lack of
research on the self-presentation tendencies and experiences of Latinas. The use of a
phenomenological approach that lends a voice to participants so that they may share their
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lived experiences of the phenomenon reflected the underlying goals of this study.
Qualitative methods align well with culturally sensitive research, as they allow
participants to describe their experiences in their own words and from their perspectives
and worldviews (Morrow, Castañeda-Sound, & Abrams, 2012). Furthermore, qualitative
methods allow researchers to consider the complex, intersecting identities of individuals
as well as the sociocultural contexts that may influence participant experiences (Lyons &
Bike, 2010). Given the complexity of the intersecting sociocultural factors (e.g., culture,
gender) that influence Latinas’ job interview self-presentation, a qualitative,
phenomenological approach seemed to be the best way to gain a holistic view of this
phenomenon.
Present Study: Purpose Statement & Research Questions
The purpose of the present study was to explore the experiences of a sample of
undergraduate Latina college students during job interview self-presentation.
Specifically, this study explored participants’ propensity to conform to the “feminine
modesty effect,” the sociocultural factors (e.g., culture, gender) that influence
participants’ self-presentation tendencies, and whether participants experience positive or
negative affect as they engage in self-presentation. The study sought to answer the
following research questions:
Primary Research Question
RQ1: What are the experiences of Latina undergraduate college students during
job interview self-presentation?
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Subquestions
RQ2: What are the job interview self-presentation tendencies (modesty, selfpromotion) of Latina undergraduate college students?
RQ3: What sociocultural factors (e.g., culture, gender) influence the selfpresentation tendencies and experiences of Latina undergraduate college students?
RQ4: Do Latina undergraduate college students experience any positive or
negative affect as they engage in self-presentation during job interviews?
Conclusion
The present study contributed to the literature on self-presentation by exploring
the experiences of a sample of undergraduate Latina college students’ to learn more about
the ways in which sociocultural factors such as culture and gender intersect to influence
job interview self-presentation tendencies and experiences. This area of research may be
particularly salient with Latinas given the cultural values and traditional gender roles
(i.e., marianismo, simpatía, respeto) typically held within the Latinx culture; Latinas who
embrace these values and roles may be particularly likely to engage in modest selfpresentation behaviors, which may contribute to career-related barriers for Latinas in
terms of employment opportunities and outcomes, salary negotiation, and professional
advancement. Despite these potential career barriers, no previous research has examined
the career-related self-presentation tendencies and experiences of Latinas in the U.S. The
present study fills this void and calls attention to the need for further research exploring
how race, ethnicity, and culture intersect with other sociocultural factors like gender to
influence career-related self-presentation.
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CHAPTER 2: LITERATURE REVIEW
This chapter provides a literature review of the constructs relevant to the careerrelated self-presentation tendencies and experiences of Latinas. First, the chapter will
define and discuss the constructs of impression management and self-presentation. While
an overview of these areas will be provided, this section of the literature review will
focus on the two self-presentation behaviors at the core of the proposed study: selfpromotion and modesty. Second, the chapter will discuss how gender shapes an
individual’s career development and propensity to engage in self-promotion versus
modesty including how the demonstration of various self-presentation behaviors (selfpromotion, modesty) influences specific career-related outcomes for women. Third, this
chapter will discuss how culture influences self-presentation tendencies (self-promotion
versus modesty) and career-related outcomes. This section of the literature review will
highlight the limited research on culture and self-presentation and will identify this as an
important area for continued study. Finally, the chapter will present demographics about
Latinas in the U.S. workforce and will discuss ways in which Latinas’ cultural values and
traditional gender roles may influence career development and career-related selfpresentation.
Impression Management & Self-Presentation
The job interview has been one of the most frequently used methods of
employment selection for the past century (Macan, 2009; Levashina, Hartwell, Morgeson
& Campion, 2014). The interview is often the only measure organizations utilize to
screen job applicants (Derous, 2017; Levashina et al., 2014). Levashina and colleagues
(2014) define job interview as “a personally interactive process of...asking questions
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orally to another person and evaluating the answers for the purpose of determining the
qualifications of that person in order to make employment decisions” (p. 243). By
definition, one major purpose of the job interview is to evaluate an individual's
qualifications for a specific position, which requires job applicants to present information
about themselves and communicate these qualifications. The job interview is among the
top career-related contexts which require individuals to engage in the act of selfpresentation (Paulhus et al., 2013). Job applicants are motivated to engage in selfpresentation due to the high stakes associated with the outcome of job interviews (i.e.,
getting a job offer; Huffcut, 2011). Given the significance of the job interview during the
application process, it is not surprising that job applicants utilize self-presentation tactics
in the interview in an effort to present themselves in a positive light (Derous, 2017).
The terms “impression management” and “self-presentation” are sometimes
utilized interchangeably within extant literature; however, Sandal and colleagues (2014)
explain that impression management is a broader category that can include managing
impressions of oneself, as in the context of a job interview, or managing impressions of
other objects or targets, such as managing the impressions of a company or organization.
Self-presentation can be considered a subset of impression management. In general, selfpresentation refers to the way in which individuals present information about themselves.
The present study will focus on self-presentation in the context of the job interview. Selfpresentation in this context refers to the way in which job applicants present information
about themselves to the interviewer (Sandal et al., 2014).
Jones and Pittman (1982) developed a theoretical model identifying five major
impression management tactics commonly utilized during self-presentation: ingratiation,
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self-promotion, exemplification, supplication, and intimidation (Bolino & Turnley,
2003). When employing ingratiation, individuals seek to be viewed as likeable and utilize
flattery or offer to do favors for others (Paulhus et al., 2013; Bolino & Turnley, 2003).
When utilizing self-promotion, individuals promote their positive characteristics with the
hopes of eliciting attributions of competence (Higgins & Judge, 2004). During
exemplification, individuals seek to be seen as dedicated to the job by going “above and
beyond the call of duty” (Bolino & Turnley, 2003, p. 143). Individuals who employ
supplication demonstrate neediness or focus on their weaknesses or limitations (Bolino &
Turnley, 2003). Intimidation is used in an effort to be viewed as intimidating or
threatening (Bolino & Turnley, 2003).
Research suggests that interview structure as well as the types of questions asked
during interviews may influence job applicants’ use of impression management tactics.
For example, a meta-analysis of 87 studies by Barrick, Shaffer, and DeGrassi (2009)
examined elements of image (appearance, impression management, behavior) that job
applicants portray in job interviews by computing sample-weighted means of the
observed correlations and standard deviations in existing studies and correcting for
statistical artifacts. Results indicated that impression management is related to
interviewer ratings (r=0.47), which suggests that job applicants can manage the image
they portray in interviews and influence interviewer ratings (Barrick, Shaffer, &
DeGrassi, 2009). Findings also suggested that as interview structure increases, the effects
of impression management techniques decrease, with correlations between impression
management use and interviewer ratings decreasing from low structure (r=0.46) to high
structure (r=0.21) interviews (Barrick, Shaffer, & DeGrassi, 2009). These findings
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provide evidence that impression management tactics influence interviewer ratings;
however, increased structure in job interviews may decrease the effectiveness of
impression management tactics.
A study by Peeters and Lievens (2006) examined how structured interview
formats influence the use and effectiveness of impression management techniques among
undergraduate students enrolled in a communication skills and group processes training
program at a Belgium university. Results suggested that interview format impacted the
types of impression management tactics employed. Behavior description interviews,
which focus on asking applicants about previous work or life experiences related to the
knowledge, skills, and abilities required for the job, prompted self-focused (selfpromotion) and defensive (excuses, justifications, and apologies; Peeters & Lievens,
2006) tactics. Situational interviews, which focus on how job applicants would respond in
a hypothetical situation, prompted other-focused tactics (other enhancement, opinion
conformity; Peeters & Lievens, 2006). Additionally, the study found that different
impression management tactics influenced interviewer evaluations differently based on
type of interview. For example, self-focused impression management tactics (i.e., selfpromotion) were positively correlated with interviewer evaluations in behavior
description interviews (r=0.44); whereas, other-focused tactics were positively correlated
with interviewer evaluations in situational interviews (r=0.31; Peeters & Lievens, 2006).
These findings indicate that interview structure may influence which impression
management techniques are most effective. However, it is important to note that many
interviews utilize some form of both behavior description and situational questions;
therefore, the findings of this study may be more applicable to the types of questions
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utilized during job interviews and the impression management tactics prompted by these
questions than the overall structure of the interview.
Similarly, a study by Ellis, West, Ryan, and DeShon (2002) examined the use of
impression management tactics during structured interviews utilizing experience-based
and situational questions among a sample of adult entry-level firefighters in a large
Midwestern city (96.6% male, 96.6% Caucasian). Experience-based questions focus on
previous job or life experiences related to the knowledge, skills, and abilities required for
the job; whereas, situational questions focus on how job applicants would respond to an
imaginary job-relevant situation (Ellis et al., 2002). Results of the study indicated that
almost all of the applicants utilized some form of impression management tactics
(97.5%), and more applicants utilized assertive tactics like self-promotion (94.1%)
compared to defensive self-presentation tactics like excuses or justifications (64.7%; Ellis
et al., 2002). Different question types yielded different self-presentation tactics, with
experience-based questions prompting higher levels of job applicant self-promotion and
situation questions prompting higher levels of other self-presentation tactics such as
ingratiation (Ellis et al., 2002). The use of both self-promotion and ingratiation were
found to be positively correlated with interviewer evaluations (self-promotion, r=0.21;
ingratiation, r=0.26; Ellis et al., 2002).
In another study with undergraduate students from a Belgian university, Lievens
and Peeters (2008) examined interviewer sensitivity to impression management tactics
during structured interviews. The study assessed the relative importance that interviewers
attach to impression management as opposed to predetermined competencies such as
interpersonal skills, adaptability, and perseverance. Findings suggested that applicant
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competency ratings had more of an impact on interviewer evaluations than applicant
impression management tactics (Lievens & Peeters, 2008). However, results indicated
that the interview format influenced interviewer sensitivity to impression management; in
behavior description interviews, which focus on questions related to previous job or life
experiences, interviewers placed the most weight on self-focused verbal tactics such as
self-promotion (Lievens & Peeters, 2008). These findings suggest that impression
management does influence interviewer evaluations; however, impression management
tactics like self-promotion may be most effective in specific types of interviews or with
certain types of questions. It is important to note that a potential limitation in this study is
the degree to which job-related competencies (i.e., job applicants’ perceived interpersonal
skills, adaptability, perseverance) may be influenced by a job applicant’s impression
management behaviors. While Lievens and Peeters sought to minimize this confounding
factor by utilizing behaviorally-anchored rating scales to assess job-related competencies
and by accounting for possible intercorrelations between predictor variables, this still
appears to be a potential limitation in the study.
A study by Tsai, Chen, and Chiu (2005) examining the moderating role of
interview structure on the influence of impression management tactics among a sample of
adult job applicants in Taiwan found that self-focused impression management tactics
(self-promotion) positively influenced interviewer evaluations; whereas, nonverbal
impression management tactics (e.g., eye contact, smiling) were not significantly related
to interviewer evaluations in structured interviews. These findings suggest that, even in
structured interviews, job applicant self-promotion can positively influence interviewer
evaluations; however, nonverbal tactics may have little effect.
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In sum, the findings of these studies suggest that interview structure and the types
of questions asked during interviews may influence job applicants’ use of impression
management tactics. Furthermore, these findings suggest that impression management
does influence interviewer evaluations; however, impression management tactics like
self-promotion may be most effective in specific types of interviews or with certain types
of questions. Despite the contributions that these studies have made in the area of
impression management, it is noteworthy that none of these studies discussed the
potential influence that culture may have on job applicant impression management or
interviewer evaluation. This is a major limitation of these studies given that an
applicant’s culture likely influences his or her self-presentation behaviors during job
interviews and that the interviewer’s cultural background likely impacts his or her
perceptions of applicant behavior and, thus, subsequent interview ratings.
The present study will focus on two major self-presentation behaviors: selfpromotion and modesty. While modesty is not identified as a major impression
management tactic, it is considered the inverse of self-promotion in the context of the job
interview, and literature suggests that the use of modesty tactics as opposed to selfpromotion can influence important career-related outcomes during job interviews, salary
negotiations, performance evaluations, and career advancement opportunities (Budworth
& Mann, 2010).
Self-Promotion
Self-promotion during a job interview involves “pointing with pride to one’s
accomplishments, speaking directly about one’s strengths and talents, and making
internal rather than external attributions for achievements” (Rudman, 1998, p. 629). Job
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applicant self-promotion may include positive self-descriptions, claiming responsibility
for positive events (entitlements), claiming that an event for which one is responsible is
more positive than it initially appeared (enhancements), or highlighting the ways in
which one overcame obstacles while pursuing goals (Stevens & Kristof, 1995). Selfpromotion is classified as an assertive self-presentation technique because the intent is to
proactively construct the image of being a good applicant or being qualified for the
position (Levashina et al., 2014). Swider and colleagues (2011) identify that selfpromotion behaviors are generally viewed as honest attempts to present and manage
positive information about oneself, not to be confused with deceptive self-presentation or
“image creation,” during which job applicants intentionally foster a false impression.
Self-promotion is a common behavior during job interviews in the United States.
A study by Stevens and Kristof (1995) examining job applicant impression management
behaviors found that during an employment interview, all undergraduate and graduatelevel job applicants engaged in some degree of self-promotion, with the average applicant
engaging in nearly 33 acts of self-promotion, which accounted for approximately eight
minutes of a 30-minute job interview. The study also found that job applicant selfpromotion behaviors during the interview significantly predicted interviewer evaluations
(β=0.49; Stevens & Kristof, 1995). Paulhus and colleagues (2013) suggest that selfpromotion during job interviews has become an expectation in Western countries
including Canada and the U.S. Research findings indicate that employment selection
outcomes are influenced by job applicants’ ability to promote themselves. Multiple
studies have found that job applicant self-promotion is positively correlated with
performance in job interviews (interview ratings, interviewer evaluations of the
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applicant). For example, a study by Swider, Barrick, Harris, and Stoverink (2011)
examined the effectiveness of impression management tactics in interviews with a sample
of undergraduate students enrolled in a program for professional accountants. The study
employed mock job interviews with participants; interviews consisted of a mix of both
behavioral and situational questions (Swider et al., 2011). Findings from the study
suggested that the use of self-promotion during the mock job interview had a positive
relationship with interviewer ratings (r=0.20; Swider et al., 2011). Similarly, Paulhus and
colleagues (2013) examined the effectiveness of self-promotion in job interviews by
asking non-expert interview raters (undergraduate students) to evaluate video-recorded
interviews of undergraduate students participating in simulated job interviews for a
research assistant position. Results of the study found that individuals who engaged in
high levels of self-promotion were given the most positive interview evaluations (Paulhus
et al., 2013). Similarly, a meta-analysis by Higgins, Judge, and Ferris (2003) examined
the influence of self-presentation tactics on work-related outcomes; results suggested that
self-promotion has a strong, positive effect on interview outcomes. Beyond the context of
job interviews, scholars suggest that self-promotion contributes to successful career
outcomes in other areas such as career advancement (Rudman, 1998) and effective
networking (Budworth & Mann, 2010).
While self-promotion may be a useful self-presentation tactic in some career
contexts (e.g., job interviews, salary negotiations), some literature suggests that the use of
self-promotion may be detrimental in other contexts. For example, a study by Blickle and
colleagues (2012) investigated employees’ use of self-promotion and modesty and its
effects on career success among a sample of German business professionals. Findings of
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the study suggested that the use of self-promotion with colleagues and supervisors can
damage reputation and interpersonal relationships and hinder career success (Blickle et
al., 2012). Furthermore, research suggests that some sociocultural factors, such as a job
applicant’s gender, may influence how self-presentation is perceived and, thus, its
effectiveness as an impression management tactic (i.e., Budworth & Mann, 2010; Smith
& Huntoon, 2014; Amanatullah & Morris, 2010; Rudman, 1998; Miller et al., 1992;
Rudman & Glick, 1999). These studies will be discussed in detail later in this chapter.
Modesty
Within the context of the job interview, the opposite of self-promotion is modesty
(Budworth & Mann, 2010). Modesty is “the under-representation of one’s positive traits,
contributions, expectations, or accomplishments” (Cialdini & DeNicholas, 1989, p. 626).
Blickle and colleagues (2012) suggest that the use of modesty is motivated by the desire
to create favorable social images and a positive reputation; individuals who present
themselves modestly may avoid risk of social disapproval (Wosinska, Dabul, WhetstoneDion, & Cialdini, 1996). Literature suggests that modesty may be useful in some careerrelated contexts. For example, the study by Blickle and colleagues (2012), which
investigated German business professionals’ use of self-promotion and modesty and its
effects on career success, found that the use of modesty contributes to employees being
perceived as more personable and likeable and garners support from colleagues (Blickle
et al., 2012). Similarly, a study by Wosinska and colleagues (1996) examined the
conditions under which different levels of modesty would be beneficial or detrimental in
work-related contexts. The study provided undergraduate student participants with a
scenario depicting a successful employee who responded to a recent achievement
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utilizing low, moderate, or highly modest self-presentation tactics. Scenarios varied not
only by level of modesty exhibited but also by gender of the self-presenter and nature of
the audience (e.g., office manager, co-worker). Results indicated that high levels of
modesty were favored over moderate levels of modesty when the self-presenter was
female or when the audience was a co-worker; moderate modesty was favored over high
modesty when the self-presenter was male or when the evaluator was a manager. Taken
together, the findings of these studies suggest that modest self-presentation may be
beneficial in some work-related contexts, such as during communication with colleagues,
and an individual’s gender may influence the ways in which self-presentation is
perceived.
Modest self-presentation can also be detrimental in some career-related contexts.
For example, during job interviews in the U.S., applicants are expected to present
information about their qualifications for the position. In other words, job applicants are
expected to “sell” themselves and communicate why their strengths, talents,
achievements, and experiences make them a good fit for the job. Individuals who engage
in modest self-presentation may risk failing to communicate the strengths and
achievements that make them a qualified applicant, which can result in loss of
employment opportunities. Additionally, modest self-presentation may be a barrier in
other career-related contexts such as salary negotiations, performance appraisals, or
professional advancement opportunities. As previously discussed, the study by Wosinska
and colleagues (1996) found that highly modest self-presentation may be detrimental in
some work-related contexts, such as during communication with supervisors and/or
managers.
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Sociocultural Influences on Self-Presentation
Tendencies toward modesty appear to be influenced by sociocultural factors such
as gender role socialization and cultural norms. The next sections will explore the
influence of these sociocultural factors on career-related self-presentation.
Gender Socialization
Gender socialization is a lifelong process during which females and males learn
what behaviors are socially-acceptable for each gender (Smith & Huntoon, 2014).
According to social role theory, behavioral differences in women and men are learned
starting at a young age when girls and boys are taught to adhere to socially-constructed
gender norms and are met with disapproval when they behave in ways inconsistent with
these gender norms and expectations (Budworth & Mann, 2010). Traditional gender
norms in the U.S. suggest that girls and women should be kind, helpful, caring, polite,
selfless, nurturing, sensitive, and modest (Smith & Huntoon, 2014; Amanatullah &
Morris, 2010; Budworth & Mann, 2010). In contrast, boys and men are encouraged to be
tough, independent, assertive, ambitious, confident, and dominant (Janoff-Bulman &
Wade, 1996).
Gender role socialization may subconsciously impact the career interests,
behaviors, and decisions of women and men. Vocational psychology theory
(Gottfredson’s Theory of Circumscription and Compromise) suggests that gendered
career stereotypes develop as early as age four or five, which can severely limit
children’s perceived range of gender-appropriate career options (Heppner, 2013). These
early impressions of gender-appropriate careers are difficult and sometimes impossible to
reverse; as a result, career-related gender socialization can limit a woman’s career
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exploration and ultimately constrain her career choice (Coogan & Chen, 2007). Coogan
and Chen (2007) suggest that girls are more likely to envision themselves in traditionally
female careers such as nursing and teaching, while discounting traditionally male jobs
like engineer or firefighter. Furthermore, women are more likely to work in fields related
to education, health, and clerical work; whereas, men are more represented in areas such
as management, science, engineering, and physically demanding jobs like construction
(Lawson, Crouter, & McHale, 2015).
A longitudinal study by Corrigall and Konrad (2007) examined the impact of
early gender role attitudes on the career outcomes of women and men as well as the
impact of marriage, children, and labor market outcomes on changes in gender role
attitudes among a cohort of high school students. The study defined traditional gender
role attitudes as viewing the woman as homemaker and man as breadwinner; more
egalitarian views were defined as men and women sharing in work and family roles, with
both men and women working in paid work and participating in child-rearing and
household duties (Corrigall & Konrad, 2007). Results of the study suggested that
women’s early gender role attitudes predicted their later work hours and earnings, and
women’s work hours predicted their future gender egalitarianism (Corrigall & Konrad,
2007). Children were negatively associated with future gender egalitarianism for both
women and men (Corrigall & Konrad, 2007). These findings suggest that early gender
role socialization and other life events (e.g., birth of children) can influence women’s
career outcomes and behaviors.
Similarly, a study by Holmes and Esses (1988) examined the relationship between
career commitment, occupational aspirations, educational aspirations, vocational
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certainty, and multiple predictor variables (socioeconomic status, grades, grade level,
masculine/feminine trait dimensions, attitudes toward women, and marriage/family
commitment) among a sample of 8th, 10th, and 12th grade girls. Findings indicated that
girls who earned higher grades in school, identified as more masculine or androgynous,
had more liberal attitudes toward women, and who were from a higher socioeconomic
status demonstrated higher educational aspirations and were more committed to a career
(Holmes & Esses, 1988). Girls from lower socioeconomic status backgrounds with high
commitments to marriage and family demonstrated high career commitment and certainty
about their career path; however, they also demonstrated lower educational and
occupational aspirations (Holmes & Esses, 1988).
Research suggests that mothers’ gender role attitudes as well as gender role
socialization experiences in the family can influence the career aspirations of daughters.
For example, a study by Fiebig and Beauregard (2010) examined the influence of mother
gender role attitudes on daughter career selection, career prestige level, and education
required to pursue a career among American and German middle school and high school
students. Findings suggested that both American and German girls selected moderately
prestigious careers; however, German girls selected less traditionally female careers,
opting for careers requiring more educational training compared to American girls
(Fiebig & Beauregard, 2010). Furthermore, results found that the gender role attitudes of
mothers influenced their daughters’ career selection process; the more nontraditional the
mother was with regards to her views of gender roles, the more likely the daughter was to
express interest in nontraditional female careers (Fiebig & Beauregard, 2010). Similarly,
a study by Barak, Feldman, and Noy (1991) investigated whether parents’ gender
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attitudes, mother employment status, and the traditionality of parents’ occupations were
associated with the traditionality of vocational interests among a sample of preschoolers.
Results indicated that the traditionality of the mothers’ occupations significantly
correlated with the traditionality of career interests in both boys and girls (Barak,
Feldman, & Noy, 1991).
In a similar line of research, Lawson, Crouter and McHale (2015) examined the
ways in which family gender socialization experiences (parents’ attitudes and work and
family life) during middle childhood predicted whether men and women chose male or
female-typical careers as adults. The study was longitudinal in nature, collecting data
from parents and children over the span of 15 years via interview and assessment
(Lawson, Crouter, & McHale, 2015). Results found that for women, spending more time
with fathers in childhood contributed to selecting less traditionally feminine careers;
however, for men, spending more time with fathers in childhood and mothers’ possessing
more traditional attitudes towards women’s roles predicted selection of more traditional
gendered occupations (Lawson, Crouter, & McHale, 2015). In general, this study
provides support that gender socialization experiences in childhood do influence an
individual’s future career choices.
Taken together, the results of these studies suggest that gender role socialization
and other significant events throughout the lifespan (e.g., birth of children) influence the
career development, career decision-making, and work-related behaviors of girls and
women. These studies indicate that the gender role attitudes and beliefs of mothers may
be particularly influential on the career aspirations of daughters; however, gender
socialization experiences in the family in general appear to have a significant impact. The
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impact of gender role socialization on the career interests, behaviors, and decisions of
women may be largely subconscious and appears to contribute to women being more
likely to pursue traditionally female occupations.
Women’s Career Development
A career-development model proposed by Astin (1984) highlights the influence
that gender socialization experiences can have on women’s career development process.
Astin’s (1984) Sociopsychological Model of Women’s Career Development is comprised
of four major principles. First, work behavior is a motivated activity intended to satisfy
needs for survival, pleasure, and contribution (Astin, 1984). Second, career choices are
based on expectations concerning the accessibility of alternate forms of work and their
relative capacity to meet needs (Astin, 1984). Third, expectations are in part shaped by
early socialization experiences via family, play, school experiences, and early work
experiences (Astin, 1984). Finally, expectations developed via socialization can be
modified by changes in the structure of opportunity, which can result in changes in career
choice and behavior (Astin, 1984). Astin’s (1984) model identified important aspects of
women’s career development, such as acknowledging the influence of gender
socialization experiences on women’s career development; however, it was criticized for
insufficiently grounding the major principles of the model in previous theory or research
and taking an overly simplistic approach to women’s career development (Fitzgerald &
Betz, 1984).
Coogan and Chen (2007) suggest that women’s career development is complex
due to a number of internal and external barriers that women experience that complicate
and restrict women’s career choices and advancement such as early gender role
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socialization, employment inequities, and family responsibilities. For example, research
has consistently demonstrated significant pay disparities between women and men. A
longitudinal study by Schneer and Reitman (1995) examined mid-career income, career
satisfaction, and boss appreciation among male and female workers with master's degrees
in business administration (MBAs) over the course of six years. Results found that no
gender differences existed among early career professionals; however, by mid-career,
women with MBAs reported less income, career satisfaction, and boss appreciation than
men (Schneer & Reitman, 1995). Women also reported experiencing higher levels of
workplace discrimination (Schneer & Reitman, 1995). A study by Corzine, Buntzman,
and Busch (1994) examining the effects of gender on career outcomes among adult bank
employees found similar results, that gender is related to salary level, with reported
salaries being significantly higher among male bank employees.
Betz (1994) suggested that one of the most significant barriers to women’s career
development is societal gender stereotypes regarding life roles and work; girls are
socialized to focus on household and family, assume primary child-rearing
responsibilities, and defer career priorities to their husbands. As Farmer (1985) explained,
women’s career development is influenced by competing role priorities and
environmental demands such as multiple roles in work, family, and household
responsibilities. A career development model for women proposed by O'Neil and
Billmoria (2005) highlights the influence of these multiple roles on the ways in which
women approach work and career. O’Neil and Billmoria (2005) conducted a groundedtheory study with female professionals age 24 through 60 (mean age=42). Results
suggested that societal, organizational, and relational career contexts influence women’s
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career development. Organizational contexts refer to the impact of organizational
structures such as policies, procedures, culture, or environment (O'Neil & Billmoria,
2005). Relational contexts reflect the impact of key personal (partner, children, parents)
and professional (manager, coworkers) relationships on a woman’s career and life
choices (O'Neil & Billmoria, 2005). Results of the study pointed to a model of career
development for women that was associated with women’s life stages (i.e., age; O'Neil &
Billmoria, 2005). The model follows three major phases: the idealistic achievement phase
(ages 24-35), the pragmatic endurance phase (ages 36-45), and the reinventive
contribution phase (ages 46-60; O'Neil & Billmoria, 2005). Women in the idealistic
achievement phase (early career women) tend to base their career choices on their desires
for career satisfaction, achievement and success, and their desires to positively impact
others (O'Neil & Billmoria, 2005). Women in the pragmatic endurance phase (mid-career
women) approach careers in a more practical way and focus on doing what they need to
do to meet their professional and personal responsibilities; women in this phase are
frequently balancing multiple responsibilities both personally and professionally (O'Neil
& Billmoria, 2005). Women in the reinventive contribution phase (advanced career
women) tend to focus on contributing to their company/organization, family, and
community (O'Neil & Billmoria, 2005).
Social cognitive career theory (SCCT) helps to explain the interaction among
personal, contextual, and behavioral variables and the influence of these variables on
vocational interests and career choices (Flores et al., 2010). The use of an SCCT
framework is particularly useful in examining the influence of contextual factors on
women’s career development (Lent, 2013). For example, research by Yeagley, Subich,
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and Tokar (2010) examined undergraduate women’s interests and goals for positions in
leadership utilizing an SCCT framework. Results supported the use of an SCCT model in
understanding internal factors that contribute to women’s leadership interests and goals.
Findings suggested that women’s self-efficacy and outcome expectations for leadership
positions were positively related to leadership interests and goals, and self-efficacy and
outcome expectations predicted leadership interests (Yeagley, Subich, & Tokar, 2010).
Outcome expectations partially mediated the relationship between leadership selfefficacy and interests, interests partially mediated the relationship between leadership
outcome expectations and goals, and leadership interests and outcome expectations
together mediated the relationship between self-efficacy for leadership positions and
leadership goals (Yeagley, Subich, & Tokar, 2010). These findings provide evidence that
women’s self-efficacy beliefs and outcome expectations influence the development of
interests and goals for positions in leadership. Additionally, a study by Williams and
Subich (2006) utilized SCCT to examine differences in undergraduate women’s and
men’s career-related learning experiences across the Holland RIASEC (Realistic,
Investigative, Artistic, Social, Enterprising, Conventional) types. The study found gender
differences in reported learning experiences among participants; women reported more
learning experiences in the social domain, whereas men reported more learning
experiences in realistic and investigative domains (Williams & Subich, 2006). Results
indicated that more reported learning experiences in a specific domain related to higher
domain-specific self-efficacy and outcome expectations (Williams & Subich, 2006).
These findings suggest that gender socialization can contribute to differential learning
experiences for men and women which, in turn, can influence self-efficacy beliefs.
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SCCT has also been widely utilized to examine factors that explain science,
technology, engineering, and mathematics (STEM) career choices for women (Flores et
al, 2010). For example, Hardin and Longhurst (2016) conducted a longitudinal study
examining the extent to which undergraduate men and women in the STEM fields
experience changes in SCCT variables over time. Results indicated that women enrolled
in an introductory chemistry course had lower STEM self-efficacy, coping self-efficacy,
and STEM interest than men, even after controlling for course performance (Hardin &
Longhurst, 2016). Over the course of one semester, men demonstrated a small increase in
perceived support for pursuing a STEM degree; however, women demonstrated no
change in perceptions of support (Hardin & Longhurst, 2016). These findings highlight a
potential barrier that women may face in pursuing degrees in STEM fields: low levels of
perceived support.
A study by Rodríguez, Inda, and Fernández (2016) tested the fit of the SCCT
model on male and female high school students in Spain in the field of technology.
Results of the study suggested that self-efficacy of male and female students predicted
technology interests and outcome expectations (Rodríguez, Inda, & Fernández, 2016).
Perceived social supports and barriers predicted technology self-efficacy in male and
female students; perceived social supports also predicted technological interests and
outcome expectations for male and female students (Rodríguez, Inda, & Fernández,
2016). Gender role attitudes influenced technology self-efficacy; girls who demonstrated
positive gender role attitudes with regards to technology (‘‘girls are as good as boys at
technology subjects”) displayed higher levels of self-efficacy beliefs, and boys who
demonstrated negative gender role attitudes (“boys are better than girls at solving
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technological problems”) displayed higher self-efficacy beliefs (Rodríguez, Inda, &
Fernández, 2016).
Research by Deemer, Thoman, Chase, and Smith (2014) utilized SCCT to
examine the influence of stereotype threat (the concern individuals experience when they
perceive themselves to be at risk of confirming a negative stereotype about their group), a
proximal barrier, on the career development of female undergraduate students
considering careers in science. Results indicated that stereotype threat in the laboratory
classroom had a significant indirect negative effect on women’s career choice intentions
in the field of physics but not chemistry (Deemer et al., 2014). Findings suggested that
stereotype threat also influenced women’s science self-efficacy and intentions to pursue
undergraduate research in both science fields (Deemer et al., 2014). These findings
provide evidence that experiences of stereotype threat in educational settings may be a
barrier for women entering science-related career fields.
Research by Lent and colleagues (2013) examined the interplay between interest
and satisfaction in predicting students’ intentions to persist in engineering majors among
African American and White undergraduate students at four universities. The model
found a good fit to the data for the larger sample as well as male, female, majority, and
minority participant groups (Lent et al., 2013). Results indicated that the relationship
between interests and intended persistence in engineering was mediated by satisfaction
(Lent et al., 2013). Similarly, study by Fouad and colleagues (2016) utilized the
combination of SCCT and an integrated model of career change to examine differences
between female engineers who persisted in an engineering career compared to those who
left engineering. Results suggested that women who persisted in engineering reported
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higher levels of workplace support and occupational commitment compared to women
who left the field (Fouad et al., 2016). The study found no differences in terms of
vocational interests, workplace barriers, self-confidence or outcome expectations with
regards to engineering tasks, navigating organizational climate, or multiple roles (Fouad
et al., 2016).
Taken together, the results of these studies indicate that SCCT can be useful in
explaining the influence of personal, contextual, and behavioral variables on women’s
career development. Specifically, this research provides evidence that women’s selfefficacy beliefs and outcome expectations influence the development of career interests
and goals. Furthermore, gender socialization experiences can influence women’s selfefficacy beliefs. Additionally, women may face barriers that impede their opportunities to
pursue careers in specific fields, such as science, technology, engineering, and math.
Finally, factors such as interest, satisfaction, support, and occupational commitment may
influence women’s likelihood to persist in a nontraditional (male-dominated) major or
career.
Gender & Self-Presentation
Gender norms and expectations influence how women and men present
themselves in career-related contexts. Societal gender stereotypes suggest that it is more
normative and acceptable for men to promote themselves than for women (Rudman,
1998). Women have been socialized to be more communally oriented than individually
oriented; as such, traditional gender norms suggest that women should be more
concerned with others than with themselves (Janoff-Bulman & Wade, 1996). For
example, it is viewed as more acceptable when women are assertive in advocating for the
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needs of others than for their own needs (Janoff-Bulman & Wade, 1996). In terms of selfpresentation, acts of modesty and/or sharing credit with others align more with traditional
feminine gender norms in the U.S., while self-promotion is viewed as a more masculine
response (Wosinska et al., 1996; Miller et al., 1992).
Research suggests that women in the U.S. tend to under-represent their
qualifications, strengths, and professional accomplishments; this tendency has been
coined the “feminine modesty effect” (Gould & Slone, 1982). A study by Gould and
Slone (1982) examined gender differences in attributions for success and failure among a
sample of undergraduate students. Results did not find significant gender differences in
terms of attributions for success; however, findings suggested that female participants
attributed failures to lack of ability more in public conditions than private conditions;
males’ attributions did not vary across public or private conditions (Gould & Slone,
1982). Additionally, females demonstrated higher expectations for future success under
private conditions compared to public conditions; males demonstrated the opposite
tendency of higher expectations for future success under public conditions than private
(Gould & Slone, 1982). These findings provide evidence that women are more likely to
accept responsibility for failures and are less likely to communicate expectations for
future success, particularly in public contexts. Gould and Slone (1982) suggested that
previous research would have interpreted these outcomes in terms of an expectancy
model (suggesting that males, relative to females, hold higher expectations of success);
however, Gould and Slone took a self-presentation approach, suggesting that the findings
may indicate differences in self-presentation among men and women resulting from the
differing expectations that society holds for how women and men should present
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themselves in achievement situations. This interpretation lead to the conception of the
“feminine modesty effect,” which is based on the assumption that women are expected to
present themselves with feminine modesty by downplaying their accomplishments in an
effort to avoid being judged unfeminine (Gould & Slone, 1982). In contrast, men are
expected to promote their successes and present a successful self-image (Gould & Slone,
1982; Budworth & Mann, 2010). Gould and Slone (1982) suggest that the feminine
modesty effect contributes to women’s presentation of relatively low self-expectations,
decreased acceptance of responsibility for success, and greater acceptance of
responsibility for failure compared to men.
Women who demonstrate modesty behaviors in the workforce tend to be
perceived as more likeable by their colleagues; however, this social acceptance may
come at a cost (Budworth & Mann, 2010). As Amanatullah and Morris (2010) explain,
many behaviors that facilitate the acquisition of power or resources are viewed as
masculine and as a violation of feminine gender norms. For example, self-promotion is
an important career-related self-presentation tactic for both men and women; however,
engaging in self-promotion poses a special problem for women who are socialized to
present themselves modestly and not draw attention to individual strengths and
accomplishments (Rudman, 1998). The feminine modesty effect appears to contribute to
disadvantages for women who are seeking employment, negotiating a salary, or seeking
professional advancement in the workplace (Gould & Slone, 1982; Rudman & Glick,
1999; Budworth & Mann, 2010).
Job Interviews & Employment. Job applicants in the U.S. are expected to
inform potential employers about the qualifications, strengths, and professional

36
accomplishments that make them the best fit for the job, which requires applicants to
engage in self-promotion during the job interview. As previously discussed, selfpromotion behaviors have been found to be positively correlated with hiring decisions
(Paulhaus et al., 2013) as well as impressions of job applicant competence (Rudman,
1998). Women who engage in self-promotion during job interviews are generally viewed
as more competent (Budworth & Mann, 2010); however, women who present themselves
confidently and assertively are not as well received as men who demonstrate the same
behaviors (Rudman, 1998). Research suggests that women may suffer from a “backlash
effect” in which self-promotion behaviors increase perceptions of their competence and
qualifications at the cost of decreased social acceptance and likeability. For example, a
study by Rudman (1998) examined the costs and benefits of self-promotion for women.
The sample consisted of undergraduate students who were asked to view a videotape of
an individual in an interview skills project and evaluate the individual’s task aptitude,
social attraction, and hireability (Rudman, 1998). The individuals interviewed differed in
terms of gender (male versus female) as well as degree of self-promotion. Results
indicated that women who engaged in self-promotion were perceived as more competent
than women who did not self-promote; however, women who engaged in self-promotion
were also perceived as less socially attractive and, therefore, less hireable than selfpromoting men (Rudman, 1998).
Similarly, a study by Rudman and Glick (1999) tested the backlash effect among
a sample of undergraduate students. Participants were asked to evaluate a video recorded
interview of a job applicant applying for a management position at a computer lab and
rate the job applicant in terms of competence, social skills, and hireability (Rudman &
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Glick, 1999). Job applicants were male or female and demonstrated either self-promotion
or modesty in response to interview questions. Results suggested that female job
applicants who promoted their qualifications during the job interview were viewed as
more competent but less socially skilled (“interpersonally deficient”), which resulted in
perceptions that they were not qualified for the management position (Rudman & Glick,
1999). These findings suggest that women who engage in self-promotion may be
perceived as more competent at the cost of appearing less socially attractive, which may
translate into lost opportunities for employment. The challenge of the feminine modesty
effect is complicated by the fact that women in the U.S. have historically been viewed as
being less competent and less qualified than men; unfortunately, women who engage in
self-promotion in an effort to overcome these inequalities may suffer negative reactions
such as the “backlash effect” (Rudman, 1998).
Salary Negotiations. Kaman and Hartel (1994) suggest that decisions about an
employee’s pay occur within an interactive, interpersonal process, and gender differences
regarding how men and women think (e.g., pay expectations) and behave (e.g., modest
self-presentation versus self-promotion) during job recruitment, hiring, and pay
negotiations influence pay outcomes and contribute to discrepancies in pay between men
and women. Previous research indicates that women do not negotiate as effectively as
men, not because they lack the skill for negotiations but because women tend to
downplay their negotiation skills as well as their positive attributes and accomplishments
(Amanatullah & Morris, 2010). For example, a study by Amanatullah and Morris (2010)
examined gender differences in negotiations among a sample of undergraduate students
engaged in mock salary negotiations. Results suggested that gender interacts with context
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(whether the participant was negotiating on behalf of him or herself or another person) to
determine negotiation style (degree of assertiveness) and outcomes (Amanatullah &
Morris, 2010). Specifically, female participants negotiating for themselves made larger
salary concessions than male participants and females negotiating for others
(Amanatullah & Morris, 2010). Additionally, scholars suggest that women who
communicate assertively during salary negotiations are viewed more negatively than
men, and those who promote their strengths and achievements during salary negotiations
may risk facing the “backlash effect” (increased perceptions of competence, decreased
perceptions of social attractiveness; Rudman, 1998). These challenges are examples of
some of the barriers that women may face during negotiations for a fair salary.
Performance Appraisals & Professional Advancement. The feminine modesty
effect may also contribute to barriers for women seeking credit for their work. Women
who present themselves modestly in the workforce may risk not being recognized for
their work and their contributions to the success of the organization, which can contribute
to lower performance appraisals, disparities in compensation, and less opportunity for
professional advancement. As Budworth and Mann (2010) explain, “work that is not
recognized is not compensated” (p. 180). Research suggests that women tend to take less
responsibility for successes and accept more responsibility for failures (Gould & Slone,
1982). As previously discussed, the study by Gould and Slone (1982) found that female
undergraduates attributed failures to lack of ability more in public conditions than private
conditions; the attributions of male undergraduates did not vary across public or private
conditions (Gould & Slone, 1982). Additionally, females demonstrated higher
expectations for future success under private conditions compared to public conditions;
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males demonstrated the opposite tendency of higher expectations for future success under
public conditions than private (Gould & Slone, 1982). These findings provide evidence
that women are more likely to accept responsibility for failures and are less likely to
communicate expectations for future success, particularly in public contexts.
Furthermore, the feminine modesty effect may have major implications for women in
terms of career achievement. Budworth and Mann (2010) suggest that gender differences
in self-presentation behaviors (tendencies toward modesty or self-promotion) may limit
women’s entry into leadership positions in the workforce.
Psychosocial Consequences. Women who counter feminine modesty norms and
engage in self-promotion may face unique psychosocial challenges. As previously
discussed, women who demonstrate self-promotion behaviors in the workforce are
perceived as less socially attractive (Rudman, 1998; Rudman & Glick, 1999; Phelan &
Rudman, 2010), which may contribute to increased interpersonal problems and decreased
social support for women at work. Additionally, women who engage in self-promotion
may experience psychological distress triggered by behaving in ways that do not align
with traditional feminine norms. A study by Smith and Huntoon (2014) examined
whether women who violate feminine modesty norms and engage in self-promotion
experience uncomfortable situational arousal (e.g., discomfort, anxiety, fear, nervousness,
increased heart rate, perspiration) that contributes to lower motivation to engage in selfpromotion as well as lower levels of self-promotion on a self-presentation task. A sample
of female undergraduate students were asked to write a scholarship application essay to
promote their personal merits (Smith & Huntoon, 2014). Results of the study suggested
that women who engaged in self-promotion and violated the feminine modesty norm
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experienced situational arousal such as discomfort, anxiety, fear, nervousness, increased
heart rate, and perspiration and demonstrated decreased motivation and performance with
regards to subsequent self-promotion tasks (Smith & Huntoon, 2014).
In summary, self-presentation for women is a double edged sword. While women
must engage in self-promotion in a number of career-related contexts (e.g., job
interviews, salary negotiations, performance appraisals) to effectively present their
competencies, women who engage in self-promotion may appear less likeable and even
interpersonally deficient. In contrast, women who present themselves modestly may
appear socially proficient and likeable at the cost of perceptions of lower competence or
qualifications, lost employment opportunities, less economic and financial reward, and
fewer opportunities for professional advancement (Budworth & Mann, 2010).
Unfortunately, women face trade-offs as they navigate how to balance modesty and selfpromotion in various career-related situations.
Culture & Self-Presentation
Consideration of cultural factors is essential in understanding the process of
career development. Cultural factors may include influences like cultural values and
worldviews, gender expectations and norms, the role of family, acculturation, ethnic
identity, and race to name a few (Gomez et al., 2001). A group’s culture defines norms
and expectations that dictate what types of behavior are appropriate (Schmid Mast,
Frauendorfer, & Popovic, 2011); culture influences vocational behaviors by providing
individuals with a set of values and worldviews that drive career-related decisions and
actions (Gomez et al., 2001). Research exploring the influence of culture on selfpresentation is limited; however, the few studies that do exist indicate that self-
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presentation tendencies likely vary across cultures. For example, Sandal and colleagues
(2014) examined intended self-presentation in job interviews among university students
from ten countries (China, Germany, Ghana, Iran, Italy, Malaysia, Norway, Russia,
Turkey, U.S.). Results suggested that cross-cultural differences existed on all selfpresentation tactics studied (assertiveness, individual excellence, accommodation,
pointing out obstacles), which provided support for the notion that an individual’s selfpresentation tactics are influenced by their culture of origin.
Modesty vs. Self-Promotion. König and colleagues (2011) suggest that modesty
values, or the extent to which modest behavior is endorsed, is a cultural norm that likely
influences the degree to which individuals engage in modest self-presentation behaviors
versus self-promotion. For example, modesty is a value in some cultural groups including
East Asians, Polish, and Danish; collectivistic cultures may be more likely to embrace
modesty as a way to promote group solidarity and intergroup harmony, while
individualistic cultures may be more likely to value self-promotion, which aligns more
with independence and self-reliance (Paulhus et al., 2013; Dabul et al., 1997). Western
cultures (e.g., U.S., Canada) are considered highly individualistic and appear to place
value on self-promotion, assertiveness, and independence (Paulhus et al., 2013).
Therefore, it is not surprising that individuals from the U.S. and Canada have been found
to present themselves less modestly (engage in higher levels of self-promotion) compared
to individuals from East Asian and Scandinavian cultures (König et al., 2011). A study by
König, Hafsteinsson, Jansen, and Stadelmann (2011) examined the self-presentation
behaviors of undergraduate business students in Iceland and Switzerland compared to the
self-presentation behaviors of a U.S. sample from a previously published study. Findings

42
indicated that the self-presentation rates between participants in Iceland and Switzerland
were similar but significantly lower than self-presentation rates in the U.S., particularly in
terms of more assertive forms of self-presentation such as self-promotion (König et al.,
2011).
Self-Presentation & Career-Related Outcomes. As with women, individuals
from diverse cultural backgrounds who present themselves modestly in career-related
contexts may face specific career barriers such as perceptions of limited competence or
qualifications, loss of employment opportunities, lower compensation, and fewer
opportunities for professional advancement. For example, a study by Paulhus and
colleagues (2013) examined the effectiveness of self-promotion in job interviews among
a sample of Canadian undergraduate students participating in simulated job interviews.
Results suggested that Canadians of European heritage demonstrated higher levels of
self-promotion during a job interview and received higher interview ratings than
Canadians of East Asian heritage, who demonstrated higher levels of modesty during a
job interview (Paulhus et al., 2013). Similarly, a study by Schmid Mast and colleagues
(2011) found that employment recruiters from Canada, where self-promotion is valued,
were more likely to hire self-promoting applicants compared to modest applicants;
recruiters from Switzerland, where modesty is valued, demonstrated no differences in
hiring preferences between self-promoting and modest applicants (Schmid Mast et al.,
2011). However, the study indicated that self-promoting applicants were perceived as
more competent in general, which appeared to contribute to greater intention to hire
compared to modest applicants (Schmid Mast et al., 2011). Additionally, a study by
Derous (2017) found that racial ethnic minorities in Belgium (Arabs, Moroccans) differed
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in their use of impression management techniques compared to Belgium majority
participants. Minority participants who utilized impression management techniques that
aligned with their cultural norms and preferences received lower ratings on job interviews
than majority participants or minority participants who displayed impression
management techniques that aligned with majority impression management norms and
preferences (those of the dominant culture; Derous, 2017). Taken together, these findings
provide important information about the influence of culture on self-presentation and
career-related outcomes. First, self-presentation preferences and tactics are influenced by
culture. Second, hiring decisions are impacted by both job applicants’ culturally-derived
self-presentation behaviors and the cultural background and values of those making
employment decisions (employment recruiters, interviewers). Finally, varying impression
management behaviors demonstrated by different cultural groups, particularly groups
with minority status, may contribute to biased outcomes in job interviews.
Intersection of Culture & Gender. Given that gender is a socially and culturally
defined construct, it is important to understand how gender and culture intersect to
influence career-related self-presentation. However, only a few studies exist in this area.
A study by Crittenden (1991) examining the attributional patterns of female university
students in Taiwan found that Taiwanese women were more self-effacing (attributing
their success to external factors and their failures to internal factors) than male university
students in Taiwan and more external (attributing success or positive events to external
sources) and self-effacing than female university students in the U.S. These findings
suggest that an integration of gender roles and cultural values may influence selfpresentation behaviors. Dabul and colleagues (1997) examined the ways in which gender
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and culture influenced perceptions of modest self-presentation in a career setting among
Polish and U.S. undergraduate students. Results suggested that Polish males and females
and U.S. females received the most positive rewards and consequences after making a
highly modest self-presentation; whereas, U.S. males received the most positive rewards
and consequences after making a less modest (i.e., self-promoting) self-presentation
(Dabul, Wosinska, Cialdini, Mandal, & Dion, 1997). These findings lend support to the
notion that cultural differences in attitudes toward modesty as well as cultural differences
in gender norms may influence the effectiveness of modesty as a self-presentation tactic
in career contexts.
In general, the influence of cultural factors on impression management and selfpresentation has not been considered much, which is somewhat surprising given the fast
rate at which the labor market in the U.S. is becoming increasingly diverse as well as the
fact that many companies now operate in a global marketplace with employees from
various racial ethnic backgrounds working both domestically and abroad (Derous, 2017).
A literature review by Huffcutt (2011) examining major constructs related to the job
interview called attention to the deficit of research examining the influence of cultural
factors on job interview self-presentation, ratings, and outcomes, highlighting the need
for research in this area. The limited research that has been conducted has predominantly
utilized samples from European or East Asian countries. Research within the U.S. has
largely been conducted with Caucasian participants, which fails to account for the rich
racial-ethnic diversity and various cultures represented in the U.S. workforce. The lack of
research with diverse racial-ethnic groups within the U.S. leaves a major void in the
literature on career-related self-presentation. The preliminary research in this area
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suggests that culture influences self-presentation behaviors. Therefore, it is inadequate to
sum up “American” self-presentation tendencies by relying on data gathered
predominantly from Caucasian Americans. While the dominant group in the U.S. (White
men of European descent) may demonstrate a tendency to engage in self-promotion in
career-related contexts such as the job interview, minority groups within the U.S. in terms
of culture or gender or both may possess very different values and worldviews that align
with a more modest self-presentation style. The present study seeks to be the first
research exploring the sociocultural factors that influence the self-presentation tendencies
and experiences of members of a racial-ethnic minority group in the U.S.: Latina
undergraduate college students.
Latinas: Demographics, Culture, Career Development and Self-Presentation
The term Hispanic is used to describe a diverse group of people who share a
history of Spanish colonialism in Latin American countries including Mexico, Puerto
Rico, Cuba, and other Central and South American countries (Arbona, 1990). While the
terms Hispanic and Latino are sometimes used interchangeably, some argue that the word
Hispanic implies descendancy from Spain without accounting for the indigenous
background of many people from Latin American countries (Steinberg, 2004). The
present study will predominantly utilize the terms Latina, Latino, and Latinx. Latina
refers to a woman of Latin American descent, Latino refers to a man of Latin American
descent, and Latinx is a gender-neutral way to refer to a person of Latin American
descent. Extant literature, results from previous research, and quotes from participants
will be discussed utilizing the terminology (Latinx or Hispanic) that is consistent with the
original source.
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Demographics
Latinxs are not only the largest racial-ethnic minority group in the U.S. but are
also among the fastest growing minority groups (Guerrero & Posthuma, 2014; Arbona,
1990). The Latinx population growth rate (24%) is almost four times the growth rate of
the U.S. population (6%); due to this growth trajectory, predictions suggest that Latinxs
will have a larger impact on the workforce in the future than any other group (Ojeda et
al., 2012). The Bureau of Labor Statistics suggests that the number of Latinxs in the U.S.
workforce more than doubled in the past 25 years, increasing from 10.7 million Latinx
workers in 1990 to 25.4 million workers in 2014 (Mora, 2015). According to the U.S.
Department of Labor, there were over 25 million Latinxs employed in the U.S. in 2016,
which accounted for 16.7 percent of all U.S. employees (Bureau of Labor Statistics,
2017). In the U.S., Latinas are one of the fastest growing groups of women working
outside the home (Gomez et al., 2001). The number of Latinas in the workforce has
increased exponentially, with estimates of growth around 157 percent in the past 25
years; as of 2015, Latinas comprised 14.7 percent of all women in the U.S. workforce
(Mora, 2015). Despite the recent growth trends in the Latinx population and Latinxs
increasing representation in the U.S. workforce, Latinxs are underrepresented at all levels
of education (Risco & Duffy, 2011). Furthermore, Latinxs tend to work in jobs that
require fewer skills and provide low pay (Risco & Duffy, 2011). It is suggested that
Latinas earn considerably less than White men and all other gender and cultural groups in
the U.S. with the exception of Native Americans (Hernández & Morales,1999). Given
these wage disparities, it is not surprising that Latinxs are disproportionately represented
in poverty and unemployment (Risco & Duffy, 2011).
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Culture
Although there are within group differences, in general many Latinxs possess
cultural values, norms, and behaviors that differ from the majority U.S. culture. Some
prevailing Latinx cultural values include “higher levels of in-group collectivism, greater
acceptance of hierarchal power distance, present time orientation, acceptance of closer
personal space, simpatía (relational harmony), familismo (importance of family), and
traditional gender roles” (Guerrero & Posthuma, 2014, p. 617). Literature suggests that
the Latinx culture clearly defines traditional gender roles for men and women; the gender
schema marianismo guides how Latinas should act (Piña-Watson, Castillo, Jung, Ojeda &
Castillo-Reyes, 2014). Latina gender roles are also greatly influenced by religious and/or
spiritual factors including Christianity and indigenous beliefs; Latinas are encouraged to
exude purity, nurturance, and spirituality, qualities embodied by the Virgin Mary
(Miville, Mendez, & Louie, 2017). According to marianismo, Latinas should be
submissive, virtuously pure, religiously superior to men, and selfless (Piña-Watson et al.,
2014). Piña-Watson and colleagues (2014) explain that the construct of marianismo is
based on cultural tenets stemming from a collectivist worldview focused on
interdependence and self-sacrifice. The first tenet is familismo, which represents a strong
identification with and attachment to nuclear and extended families (Piña-Watson et al.,
2014). Latinas who embrace familismo are expected to provide physical and emotional
support to the family, bear and raise children, and take care of house work (Castillo et al.,
2010). The second tenet is respeto, which indicates that Latinas should display obedience
and duty in deference to their status in a hierarchical structure (Piña-Watson et al., 2014).
“No faltarle el respeto” is a Latinx cultural script related to respeto that implies that
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family members do not talk back or assert themselves to other family members higher in
the hierarchical family structure; for Latinas, this includes being obedient and subordinate
to one’s husband (Castillo et al., 2010). The third and final tenet is simpatía, which
emphasizes that Latinas should maintain harmonious relationships facilitated by smooth
and pleasant interactions (Piña-Watson et al., 2014). Latinx cultural norms emphasize
manners and courtesy; in accordance with simpatía, Latinas are encouraged to be patient
and forgiving of others, avoid discussing controversial topics, and not be critical of others
(Castillo et al., 2010). Limited research exists on the Latinx cultural values of
marianismo, familismo, respeto, and simpatía, particularly in relation to academic and/or
career development. Castillo and colleagues (2010) suggest that one of the reasons for
this is the lack of assessments to measure many of these cultural constructs. However,
several studies have begun to explore the ways in which Latinx cultural values influence
academic and career development. For example, research by Rodriguez, Castillo, and
Gandara (2013) examined the psychocultural variables associated with the academic
achievement of Latina high school students. Findings of the study suggested that positive
aspects of marianismo (e.g., being the family pillar and the spiritual pillar) were related to
academic motivation; no relationship was found between negative aspects of marianismo
(e.g., being subordinate, self-silencing, and virtuous and chaste) and academic
motivation (Rodriguez, Castillo, & Gandara, 2013). Furthermore, a qualitative study by
Martinez (2013) explored the role of familismo in the college choice of Latinx high
school seniors. Findings suggested that familismo influenced Latinx college choice.
Some participants indicated that they chose to attend a college or university close to
home to benefit from family support and/or to be able to financially contribute to the
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family (Martinez, 2013). Some participants indicated that they chose to leave their
geographic area of origin in order to pursue a better life for their family (Martinez, 2013).
Other participants suggested that they compromised by staying at a local college and later
transferring to another college or university (Martinez, 2013). Similarly, qualitative
research by Hernández (2015) explored the college choice process for high achieving
Latina undergraduate students. Results indicated that the influence of familismo on
college choice contributed to Latinas foreclosing on elite college and universities options,
citing a balancing act of individual and family expectations and a desire to remain
geographically close to family (but not too close; Hernández, 2015).
Career Development
Social Cognitive Career Theory (SCCT) has been a useful framework in
exploring the academic and career development of Latinxs. For example, Ojeda and
Flores (2008) utilized SCCT to examine the influence of contextual factors (gender,
generation level, parent education level, and perceived educational barriers) on the
educational aspirations of Mexican American high school students. Results suggested
that gender, generation level, parent education level, and perceived educational barriers
were significant predictors of educational aspirations; however, only perceived
educational barriers uniquely predicted educational aspirations beyond the influence of
gender, generation level, and parents’ education level (Ojeda & Flores, 2008). These
findings indicate that personal and contextual factors, particularly perceptions of
educational barriers, influence the educational aspirations of Latinxs. Additionally,
Flores, Navarro, and DeWitz (2008) examined factors influencing the educational
aspirations and expectations of Mexican American high school students from an SCCT
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perspective. Results found no gender or generational status differences in educational
aspirations or expectations; however, results found a positive relationship between
Anglo-orientation and educational expectations and aspirations (Flores, Navarro, &
DeWitz, 2008). Mexican-orientation, college self-efficacy, and college outcome
expectations were not found to be related to educational aspirations and expectations
(Flores, Navarro, & DeWitz, 2008). Similarly, Flores and colleagues (2010) studied the
influence of personal (age) and contextual (acculturation, familismo values,
instrumentality, expressivity) variables on career self-efficacy across Holland RIASEC
(realistic, investigative, artistic, social, enterprising, conventional) types among a sample
of Mexican American college students. Results indicated that familismo was positively
related to realistic, social, conventional, and investigative self-efficacy (Flores et al.,
2010). In terms of acculturation, Mexican orientation was positively related to selfefficacy beliefs in realistic, artistic, social, enterprising, and conventional domains;
whereas, Anglo orientation was positively related to social, investigative, and
enterprising self-efficacy as well as realistic self-efficacy for women (Flores et al., 2010).
Instrumentality (e.g., assertiveness, independence, ambition, need to dominate) was
positively related to enterprising, investigative, and male realistic self-efficacy;
expressivity (e.g., sensitivity to the needs of others, altruism, warmth, cooperativeness)
was positively related to social and conventional self-efficacy and negatively related to
investigative self-efficacy (Flores et al., 2010). Findings supported the SCCT framework
indicating a relationship between self-efficacy and career interest among RIASEC types
(Flores et al., 2010). Flores and colleagues (2010) suggested that the results of the study
lend support to an SCCT model fit with Mexican American college students. Overall, the
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findings of this study suggest that contextual variables (acculturation, familismo,
instrumentality, and expressivity) influence the self-efficacy of Mexican American
undergraduates across RIASEC types.
Utilizing an SCCT framework, Gushue (2006) explored the relationships between
ethnic identity, self-efficacy, and outcome expectations among a sample of Latinx ninth
grade students. Findings suggested that ethnic identity had a direct positive relationship
with career decision-making self-efficacy; the effect of ethnic identity on career outcome
expectations was mediated by self-efficacy (Gushue, 2006). These findings provide
evidence that ethnic identity influences the career decision-making self-efficacy of Latinx
students.
SCCT has also been utilized to examine academic persistence among Latinxs. For
example, a study by Navarro, Flores, Lee, and Gonzalez (2014) examined the temporal
relationships within SCCT’s model of academic satisfaction and intended persistence
among a sample of undergraduate students attending a Latino serving institution.
Findings suggested that instrumentality (e.g., assertiveness, independence, ambition, need
to dominate) predicted self-efficacy (Navarro et al., 2014). Self-efficacy was a temporal
precursor for outcome expectations while predicting academic satisfaction (Navarro et
al., 2014). Academic satisfaction and intended persistence had a reciprocal relationship
(Navarro et al., 2014). Results did not indicate significant differences in terms of gender
or race/ethnicity (Navarro et al., 2014). Similarly, a study by Lee, Flores, and Navarro
(2015) examined variables in SCCT’s academic persistence model among Latinx and
White undergraduate engineering students. Results suggested that the academic
persistence model fit the data from the study. Differences between male and female
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participants were found; however, results did not identify any significant differences in
terms of ethnicity. These findings indicate that SCCT is a useful framework in examining
the academic persistence of Latinx students.
Additionally, a study by Ali, Brown, and Loh (2017) examined the effectiveness
of a program based on SCCT designed to promote health science career exploration and
the importance of math and science (Project HOPE) among rural Latinx and European
American middle school students. Results suggested that the intervention was associated
with increases in math and science self-efficacy for both Latinx and European American
students; additionally, the program was associated with higher health science career selfefficacy beliefs for European American students and higher health science career
interests for Latinx students (Ali, Brown, & Loh, 2017). These findings indicate that
career interventions with Latinx middle school students may create opportunities to
positively influence Latinxs’ subject-specific (math and science) self-efficacy and career
interests in fields where Latinxs may remain largely underrepresented.
Taken together, the results of these studies indicate that SCCT is a useful
framework for exploring the academic and career development as well as the academic
persistence of Latinx students. Specifically, the results of this research suggest that
personal and contextual factors, such as perceptions of educational barriers, influence the
educational aspirations of Latinxs. Additionally, factors such as level of acculturation,
familismo beliefs, instrumentality, and expressivity appear to influence the self-efficacy
of Latinxs. This research also provides evidence that ethnic identity influences the career
decision-making self-efficacy of Latinxs.
Additional research suggests that the intersection of personal, cultural, contextual,
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and sociopolitical variables influence the career development of Latinas. A qualitative
study by Gomez and colleagues (2001) explored the career development of notable
Latina professionals. Findings indicated that the career paths of Latinas were unplanned
and nonlinear. Family, culture, and cultural identity as well as relational support systems
(family, spouses, mentors) were influential in participants’ career development.
Furthermore, Latinas employed various strengths (optimism, persistence, passion) and
strategies (e.g., cognitive reframing) to cope with career-related challenges. These
findings informed the development of the Theoretical Model of Latina Career
Development. The model suggests that Latinas’ career development is influenced by four
major constructs including the self; cultural, familial, and personal background variables;
the immediate context; and current sociopolitical conditions. The self includes personal
characteristics, life purpose, ethnic identity, gender identity, life philosophy, and life
roles. Cultural, familial, and personal background variables reflect Latina cultural values,
gender role socialization, familismo, and familial career aspirations. The immediate
context considers challenges, opportunities, social supports, coping skills, and managing
work and family. Sociopolitical conditions reflect Latina subgroup experiences as well as
sociopolitical movements. The core category of the model is Latina’s career-life path,
which is created by the interaction of the four major constructs. In other words, Latinas’
career-life path can be described as an implementation of the self within an immediate
context, both of which have been influenced by culture, family background, and
sociopolitical conditions. A visual representation of the proposed model can be found in
Appendix A. The underlying assumptions of this theoretical model suggest that culture
and gender, in combination with a number of other sociocultural and contextual variables,
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shape the career development of Latinas. (Gomez et al., 2001)
Several studies have provided evidence that sociocultural factors like gender and
culture can influence Latinas’ career decision making. For example, Risco and Duffy
(2011) explored the work values, career decidedness, and career choice comfort of Latinx
incoming college students. Results of the study suggested that Latina students placed
more importance on genuine interest in the career field and using their career to make a
difference; Latino students placed more importance on high anticipated earnings and
working without close supervision (Risco & Duffy, 2011). Additionally, Latina students
were found to be more indecisive and to have lower career choice importance (Risco &
Duffy, 2011). A study by Ojeda and colleagues (2012) examined the role of culture
(acculturation, enculturation, ethnic identity) and personality (conscientiousness) on the
career decision self-efficacy of Latino middle school students. Acculturation involves
adapting to the majority culture by modifying behaviors, thoughts, beliefs, and attitudes
to become more in-line with the norms of another culture (Ojeda et al., 2012).
Enculturation involves maintaining aspects of one’s culture of origin while living within
another culture (Ojeda et al., 2012). Conscientiousness reflects persistence, responsibility,
and a need for achievement (Ojeda et al., 2012). Results of the study indicated that Latina
girls demonstrated higher levels of acculturation and enculturation than Latino boys;
acculturation, ethnic identity, and conscientiousness significantly predicted career
decision self-efficacy among Latina girls, only ethnic identity and conscientiousness were
found to be significant predictors for Latino boys (Ojeda et al., 2012). Additionally,
Gushue and Whitson (2006) examined the relationships between ethnic identity and
gender role attitudes on the development of career choice goals among Black and Latina
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ninth grade girls. Results indicated that career decision self-efficacy mediated the
influence of egalitarian gender role attitudes and ethnic identity on gender traditionality
in career choice goals (Gushue & Whitson, 2006). Based on these findings, Gushue and
Whitson (2006) suggest that Black and Latina girls who are able to successfully integrate
race, ethnicity, and egalitarian gender role attitudes as part of her sense of self may
demonstrate a stronger belief in her ability to accomplish tasks associated with career
decision making (Gushue & Whitson, 2006).
Research has also explored Latinas’ perceptions of academic and career barriers.
For example, a focus group study by McWhirter, Valdez, and Caban (2013) explored the
postsecondary goals, barriers, and supports experienced by a sample of Latina high
school girls. Findings indicated that family, friends, and school systems were sources of
both difficulty and motivation (McWhirter, Valdez, & Caban, 2013). Participants
identified barriers including lack of financial and language resources, negative peer
influences, and discrimination from teachers, peers, and even from their own families
(McWhirter, Valdez, & Caban, 2013). Sources of support included parents wanting more
opportunities for their daughters than they had themselves and individualized advice and
caring expectations from teachers (McWhirter, Valdez, & Caban, 2013).
A study by Mejia-Smith and Gushue (2017) explored the tenets of social
cognitive career theory (SCCT) among a sample of Latinx college students. Results
indicated that Latinx students’ positive identification with their ethnic group directly
influenced their beliefs in their ability to accomplish career-related tasks (Mejia-Smith &
Gushue, 2017). Higher levels of acculturation to the U.S. mainstream culture predicted
Latinx students’ level of career decision making self-efficacy (the belief that one can
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complete specific tasks related to making a career decision; Mejia-Smith & Gushue,
2017). Self-efficacy expectations had a direct negative relationship with perceived career
barriers; career decision self-efficacy mediated the influence of ethnic identity and
acculturation level on Latinxs perceptions of career barriers, which indicates that positive
identification with racial-ethnic group and/or higher levels of acculturation are related to
greater self-efficacy in completing career-related tasks, which in turn contributes to lower
levels of perceived career barriers (Mejia-Smith & Gushue, 2017). Additionally, an
exploratory qualitative study by Hernández and Morales (1999) explored the career
development experiences of adult Latinas employed in counseling and faculty positions
in higher education. Findings of the study shed light on some of the barriers faced by
Latinas in higher education such as a lack of professional supports, experiences of racism
and oppression, compromising on personal and/or professional goals due to social and/or
cultural expectations (traditional gender roles and expectations), and experiencing limits
to reaching professional goals due to racism and oppression (Hernández & Morales,
1999).
Career-Related Self-Presentation
Culture and context are important factors to consider when exploring the ways in
which gender influences career behaviors such as self-presentation (Miville, Mendez, &
Louie, 2017). Based on the traditional gender roles and values typically held within the
Latinx culture (e.g., marianismo, respeto, simpatía), Latinas may be particularly likely to
prescribe to modest self-presentation tendencies in career-related contexts, which can put
Latinas at risk for poor career outcomes in terms of employment opportunities, salary
negotiations, and opportunities for professional advancement. Currently, there is no
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research examining the career-related self-presentation preferences and experiences of
Latinas in the U.S. However, previous research by Soto and Shaver (1982) examining
differences in gender role traditionalism among Puerto Rican women living in the U.S.
found that second-generation Puerto Rican Americans were more egalitarian (less
traditional in terms of gender roles) and more assertive in communication than firstgeneration Puerto Rican Americans. These findings suggest that level of acculturation
may influence the degree to which Latinas embrace traditional feminine cultural norms.
While this study did not explore career-related self-presentation specifically, the findings
lend support to the notion that sociocultural factors such as culture and level of
acculturation influence Latinas’ self-presentation behaviors. Research is needed to
explore the influence of sociocultural factors such as culture and gender on the careerrelated self-presentation tendencies and experiences of Latinas.
Conclusion
Women and members of some racial-ethnic minority groups are socialized to
present themselves modestly. Research suggests that women who violate feminine gender
norms and demonstrate self-promotion in career-related contexts may experience a
“backlash effect,” in which self-promotion behaviors increase perceptions of their
competence and qualifications at the cost of decreased social acceptance and likeability
(Rudman, 1998; Rudman & Glick, 1999; Phelan & Rudman, 2010). However, literature
suggests that women and members of racial-ethnic minority groups who present
themselves modestly face other career-related barriers such as perceptions of lower
competence or qualifications, lost employment opportunities, less economic and financial
reward, and fewer opportunities for professional advancement (Budworth & Mann,
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2010). These findings indicate that women and racial-ethnic minorities face trade-offs as
they navigate how to balance modesty and self-promotion in various career-related
situations. While previous research has examined the influence of gender on selfpresentation, literature exploring how culture influences self-presentation remains
limited. Early research in this area fails to account for the rich racial-ethnic diversity
present in the U.S. workforce, which leaves a major void in the literature on careerrelated self-presentation. The present study seeks to make a major contribution to the
research in this area by being the first study to explore the sociocultural factors that
influence the self-presentation tendencies and experiences of Latinas in the U.S.
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CHAPTER 3: METHODOLOGY
The purpose of the present study was to explore the experiences of a sample of
undergraduate Latina college students during job interview self-presentation.
Specifically, the study explored participants’ propensity to conform to the “feminine
modesty effect,” the sociocultural factors (e.g., culture, gender) that influence
participants’ self-presentation tendencies, and whether participants experience positive or
negative affect as they engage in self-presentation.
Research Questions
The study sought to answer the following research questions:
Primary Research Question
RQ1: What are the experiences of Latina undergraduate college students during
job interview self-presentation?
Subquestions
RQ2: What are the job interview self-presentation tendencies (e.g., modesty, selfpromotion) of Latina undergraduate college students?
RQ3: What sociocultural factors (e.g., culture, gender) influence the selfpresentation tendencies and experiences of Latina undergraduate college students?
RQ4: Do Latina undergraduate college students experience any positive or
negative affect as they engage in self-presentation during job interviews?
Research Design
The present study explored the job interview self-presentation experiences of a
sample of Latina undergraduate college students utilizing a qualitative, phenomenological
research design. Based on the traditional gender roles and values typically held within the
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Latinx culture (e.g., marianismo, respeto, simpatía), Latinas may be particularly likely to
demonstrate modest self-presentation behaviors during job interviews, which can increase
Latinas risks of being perceived as less competent and unqualified for the job. Despite
these and other potential career barriers, and the fact that Latinas account for a sizable
percentage (14.7 percent) of all women in the U.S. workforce (Mora, 2015), no previous
research has examined the career-related self-presentation tendencies and experiences of
Latinas in the U.S. However, emerging research suggests that cultural factors influence
an individual’s propensity to engage in modest self-presentation versus self-promotion
and these culturally-derived self-presentation tendencies influence career-outcomes such
as ratings in job interviews and subsequent employment offers (Paulhus et al., 2013;
Schmid Mast et al., 2011; Derous, 2017). The present study is the first research to explore
the career-related self-presentation tendencies and experiences of Latinas in the U.S.
A qualitative approach seemed appropriate for this study given the lack of
research in this area. Merriam and Tisdell (2016) suggest that a qualitative study is a
good way to approach a research problem when existing literature fails to adequately
explain a phenomenon. The use of a phenomenological approach that lends a voice to
participants so that they may share their lived experiences of the phenomenon aligned
with the underlying goals of this study. Furthermore, literature suggests that a qualitative
approach may be most appropriate when investigating diverse populations (Gomez et al.,
2001). A central component of qualitative research is the goal of giving a voice to the
experience of participants; as such, qualitative methods align well with culturally
sensitive research, as they allow participants to describe their experiences in their own
words and from their own perspectives and worldviews (Morrow, Castañeda-Sound, &
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Abrams, 2012). Additionally, qualitative methods allow researchers to consider the
complex, intersecting identities of individuals from diverse backgrounds as well as the
sociocultural contexts that may influence participant experiences (Lyons & Bike, 2010).
Given the complexity of the intersecting sociocultural factors (e.g., culture, gender) that
may influence Latinas’ self-presentation during job interviews, the researcher was
interested in utilizing a descriptive and exploratory qualitative approach in an effort to
gain a holistic view of the phenomenon under study (the essence of the phenomenon).
The present study followed a transcendental phenomenological approach, based on the
methods outlined by Moustakas (1994). This type of phenomenological approach
“focuses less on the interpretations of the researcher and more on a description of the
experiences of the participants,” which aligns with the researcher’s vision for this study
(Creswell, 2013, p. 80).
Ethical Considerations
Approval from the Institutional Review Board (IRB) was obtained before the
study was initiated. Information about the purpose of the study was discussed with
prospective participants, and an informed consent document outlining the study’s purpose
and informed consent information was provided. The informed consent document can be
found in Appendix B. Individuals provided verbal and written consent before
participating in the study. Additionally, all participants were at least 19 years of age (age
of majority in the state of Nebraska), which allowed participants to provide consent for
participation in the study without the need for parental informed consent. Participants
were informed of their right to discontinue participation in the study at any time.
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Several steps were taken to protect the confidentiality of participants. First,
participants were asked to identify a pseudonym so that the researcher could de-identify
the data in an attempt to protect the identity of the participant. When the participant did
not identify a pseudonym, one was assigned to the participant by the researcher. Assigned
pseudonyms were selected by referencing a registry of popular girl names from the
participant’s identified country of origin or country of ancestry. Second, all data from the
study was stored in a secure manner. Electronic data was stored in a password-protected
file on a password-protected laptop. Paper documents and audio recordings were stored
in a file in a lock box in the researcher’s office.
Researcher Positioning
The process of bracketing began during conceptualization of the study in an effort
to identify the researcher’s views regarding the phenomenon under study and deliberately
attempt to separate these views and biases from the collection, analysis, and interpretation
of data. Bracketing is an important part of transcendental phenomenological research.
The process of bracketing encourages the researcher to set aside “everyday
understandings, judgements, and knowings” and view the phenomenon under study from
a fresh and pure perspective and with an open mind (Moustakas, 1994, p. 85). When a
researcher brackets his or her experiences, biases, and judgements, it allows the
researcher to view the phenomenon under study through a fresh, unbiased perspective
(Moustakas, 1994). During conceptualization of the study, journaling practices were
employed to explore the researcher’s own personal experiences, worldviews, biases, and
assumptions related to job interview self-presentation.
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The primary investigator for the study is a 34-year-old Caucasian female. During
the process of bracketing, the researcher explored her own personal experiences with job
interview self-presentation, which included reflecting upon her own gender socialization
and past experiences with self-presentation during job and graduate school interviews and
in other career-related contexts. The researcher stated her personal worldviews and biases
regarding job interview self-presentation as well as her assumptions regarding Latinas’
tendencies and experiences with job interview self-presentation. Additionally, the
researcher explored her past research and clinical experiences with Latinas in an effort to
bracket these previous experiences and related assumptions, values, and worldviews so as
not to influence data analysis and interpretation. An excerpt from the researcher’s
bracketing journal can be found in Appendix H. Bracketing notes and reflections were
revisited throughout the course of the study to help minimize the influence of the
researcher’s beliefs and experiences on data collection, analysis, and interpretation.
While every effort was made to ensure that the research findings are a valid
representation of participants’ experiences, as some literature suggests (e.g., Lichtman,
2012), fully removing the researcher’s personal views and biases from interpretations
made from the findings of the study is not realistic and is likely a limitation of this
research.
Sample
An essential feature of a phenomenological study is that all participants must have
experienced the phenomenon being explored and must be able to share their lived
experiences (Moustakas, 1994). Therefore, a purposeful sampling strategy was utilized
when recruiting participants in order to select a sample from which the most about the
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phenomenon under study could be learned (Merriam & Tisdell, 2016). Purposeful
sampling is frequently utilized in qualitative research because this strategy allows the
researcher to select participants who can purposefully contribute to the exploration of the
central phenomenon being studied (Creswell, 2013). In order to participate in the study,
participants were required to meet the following inclusion criteria: (1) identify as Latina
(a woman of Latin American descent), (2) be currently enrolled as an undergraduate
student in a four-year college or university, (3) be at least 19 years of age, and (4) have
participated as an interviewee in at least one job interview prior to participation in the
study. Individuals who did not meet one or more of the inclusion criteria were excluded
from participation in the study.
Inclusion criteria were selected based on several primary considerations. First, a
Latina sample was chosen for this study because no previous research has explored the
career-related self-presentation tendencies and experiences of Latinas. Based on the
traditional gender roles and values typically held within the Latinx culture (e.g.,
marianismo, respeto, simpatía), Latinas may be particularly likely to demonstrate modest
self-presentation behaviors during job interviews, which can increase Latinas risks of
being perceived as less competent and unqualified for employment opportunities.
Additionally, Latinas account for a sizable percentage (14.7 percent) of all women in the
U.S. workforce (Mora, 2015). Therefore, the lack of research on the career-related selfpresentation tendencies and experiences of Latinas leaves a major void in the literature.
Second, the study sought to identify participants who had experienced the phenomenon
under study; therefore, prospective participants had to identify as Latina and have
previous experience participating in at least one job interview prior to participation, as
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these were essential features of the phenomenon. Third, the present study focused on
exploring the job interview self-presentation experiences of undergraduate college
students. This phenomenon is particularly salient for undergraduate college students
given that most college students will interview for jobs or graduate degree programs as
they near or complete graduation from their undergraduate programs. As a result, nearly
all undergraduate college students will experience this phenomenon during the course of
their education or soon after graduation. Finally, participants were required to be at least
19 years of age in order to provide consent for participation in the study in accordance
with Nebraska state law.
Participants were recruited from a variety of sites including undergraduate student
organizations (e.g., Latinx student organizations and sororities) and student
support/resource centers and services (e.g., university multicultural center, multicultural
academic and support services) at a large university in the Midwest. Recruitment was
done via email, poster, and flyer. Snowball sampling (asking participants to refer other
prospective participants for the study) was also utilized. During recruitment, participants
received information about the purpose of the study (to explore the job interview selfpresentation experiences of undergraduate Latina college students), compensation for
participation ($20 cash), and study participation requirements and procedures (inclusion
criteria and steps in participation including a mock job interview, research interview, and
provision of a paper copy of a job résumé). Potential participants had the opportunity to
contact the researcher via phone, text, or email to inquire for more information about the
study or to express interest in participation.
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Participants. Creswell (2013) recommends selecting between three and ten
participants for a phenomenological study but explains that phenomenological research
has been conducted with a wide range of sample sizes (one to 325 participants). Six
undergraduate Latina college students participated in the present study. Participants
ranged in age from 20 to 22 (M=20.83). Participants varied in their amount of previous
experience participating in job interviews, with the number of previous interviews
ranging from two to nine (M=5.67). Participants reported a history of applying for entrylevel, part-time, or campus student jobs (e.g., retail sales, bank teller, research lab
assistant). All participants identified as Latina per study inclusion criteria. Five
participants reported Mexico and one participant reported Peru as their country of origin
or country of ancestry. Two participants identified that they were not citizens or
permanent residents of the U.S. One participant indicated that she was classified as an
international student; the other participant reported that she was a Deferred Action for
Childhood Arrivals (DACA) recipient. Four participants identified as first generation
college students. Participants varied in their level of academic classification, reporting
sophomore (1), junior (1), or senior (4) standing. Participants were enrolled in the
following majors: anthropology; biochemistry; child, youth, and family studies;
psychology; Spanish and Latin American studies; and theater design and technical
production. Participants received $20 cash as compensation for their time and
participation in the study. This amount was selected because it appeared to be an
appropriate amount in exchange for the time and effort that participants expended during
participation in the research study (e.g., bringing a paper copy of a job résumé, spending
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60-90 minutes in research interviews) but did not seem excessive so as to coerce
participation from potential participants.
Data Collection
Creswell (2013) suggests that data collection in phenomenological studies
predominantly consists of in-depth interviews with participants; however, other forms of
data may also be collected such as observations and written responses from participants.
The present study collected data over the course of one academic semester via
observation, research interview, written participant responses, and document analysis.
Each of these methods of data collection will be discussed in more detail below.
When potential participants contacted the researcher and expressed interest in the
study, the researcher scheduled a research interview meeting. Prior to participation,
participants received further information about the study via an overview of informed
consent, which included information regarding the study’s purpose, procedures, potential
risks and benefits of participation, confidentiality, and freedom to withdraw. The
informed consent document can be found in Appendix B. The research interview process
included completion of a written demographic questionnaire, mock job interview, and
semi-structured research interview. Participants were also asked to bring a paper copy of
a job résumé to the interview. Interviews were held in the counseling psychology training
clinic at a large university in the Midwest. This location was selected because it was
convenient for participants, quiet, and free of distractions; this location also allowed the
researcher to observe mock job interviews via a two-way mirror. The research interview
process for each participant including demographic questionnaire, mock job interview,
and semi-structured research interview lasted between 60 to 90 minutes.
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Demographic Questionnaire. Each participant was asked to complete a written
demographic questionnaire at the beginning of the interview. The demographic
questionnaire asked participants to provide the following information: age, year in
school, major, anticipated graduation date, gender, race/ethnicity, country of ancestry,
and whether they were a first generation college student. The demographic questionnaire
also asked participants to identify the number of job interviews in which they had
participated in the past and gave participants the opportunity to identify their own
pseudonym for the study. A sample demographic questionnaire is included in Appendix
D.
Observation. Mock job interviews for a fictitious internship were conducted with
each participant. Given that the mock job interviews were simulated experiences, the
researcher took several steps to make the interviews feel more realistic. First, the
researcher utilized role induction to prepare participants for the mock job interview. The
script for the mock job interview role induction can be found in Appendix E. Second, a
graduate student in counseling psychology (African American female) was enlisted to
serve as the interviewer during the mock job interviewers. This also allowed the
researcher to observe the mock job interviews live via a two way mirror.
The mock job interviews were brief (shorter than a typical job interview) and
focused on prompting participants to engage in self-presentation in order to provide an
opportunity to gather information about the self-presentation tendencies of each
participant and to allow participants to experience the phenomenon under study.
Questions for the mock job interview were based off of frequently asked job interview
questions in the U.S. according to Forbes magazine (Harroch, 2017). Sample questions
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from the mock job interview included: Tell me about your past work experiences. Why
do you think you would be a good fit for this position? What is your greatest strength?
What is your greatest weakness? What is an accomplishment that you are proud of? A
sample interview protocol for the mock job interview can be found in Appendix F.
The researcher observed mock job interviews via a two way mirror and recorded
field notes during each interview. This allowed the researcher to gather additional data
regarding the self-presentation behaviors and tendencies of participants. The researcher
was able to observe not only the words that participants utilized to describe their
strengths and qualifications but was also able to witness how participants communicated
this information (body language, nonverbal communication, etc.). The researcher noted
self-presentation behaviors, personal reflections, and general impressions after each mock
job interview. Mock job interviews were video recorded, which allowed the researcher to
revisit video recordings retrospectively to clarify or expand upon field notes taken during
observations of live mock job interviews.
Semi-structured Research Interview. Semi-structured research interviews were
conducted in-person with each participant after the mock job interview. The main
purpose of the semi-structured research interview was to deeply explore each
participant’s lived experiences with job interview self-presentation. Interviews were led
by the researcher and utilized open-ended questions that were developed based on a
combination of the study’s research questions and extant literature on self-presentation,
self-promotion, and modesty. A semi-structured interview protocol was employed, which
included both primary interview questions as well as follow-up probes to help facilitate a
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deeper exploration of participant experiences with the phenomenon. Primary questions
from the semi-structured research interview included:
● What was the mock job interview like for you? Have you felt similarly during
other job interviews?
● Tell me about your cultural background.
● Do you feel like there is a certain way that Latinas are expected to present their
strengths and achievements during job interviews?
● Do you think there is a certain way that women are expected to present their
strengths and achievements compared to men?
● How do you think you tend to present your strengths and achievements during job
interviews? Why do you think you tend to present yourself this way?
● What are some things that you think influence how you present your strengths and
achievements during a job interview?
● What messages have you heard from others or what impressions have you gotten
about the ways that you should or should not present your strengths and
achievements during job interviews?
A sample interview protocol including both primary interview questions and follow-up
probes can be found in Appendix G. Interviews were audio recorded and transcribed
verbatim by the researcher.
Job Résumé Documents. Each participant was asked to bring a paper copy of her
job résumé to the mock job interview. Participant résumés were utilized as an additional
source of data to provide more information regarding each participant’s self-presentation
tendencies during job interviews. For example, participant résumés were referenced
during observations of mock job interviews to allow the researcher to assess whether
each participant promoted her positive attributes and achievements (engaged in selfpromotion) or under-represented her strengths and accomplishments (engaged in modest
self-presentation). The researcher addressed the following prompt after observing each
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participant's mock job interview: During the mock job interview, did the participant
appear to demonstrate higher levels of self-promotion or modesty when presenting the
strengths, qualifications, and professional accomplishments identified in her résumé?
Data Analysis
Data analysis was conducted following the transcendental-phenomenological
research methods outlined by Moustakas (1994), which are also summarized by Creswell
(2013). Moustakas (1994) describes the initial stages of data analysis as transcendentalphenomenological reduction. Transcendental-phenomenological reduction includes
bracketing, horizonalization, clustering the horizons (significant statements) into themes,
and creating the textural descriptions of the phenomenon (Moustakas, 1994). As
previously discussed, bracketing was conducted during the conceptualization of the
study. Before beginning data analysis, bracketing notes and reflections were revisited to
help minimize the influence of the researcher’s beliefs and experiences on the process of
data analysis and interpretation. Additional information about the bracketing process can
be found in the Researcher Positioning section of this chapter; an excerpt from the
researcher’s bracketing journal can be found in Appendix H.
Data analysis began with the identification of significant statements made by
participants via horizonalization of the data. Horizonalization involves identifying
significant participant statements, quotes, or sentences that communicate an
understanding regarding how the participants experience the phenomenon (Creswell,
2013). Two hundred six initial significant statements were identified in the data.
Duplicate and irrelevant statements were removed to yield 169 meaningful significant
statements that communicated an understanding of how the participants experienced the
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phenomenon of job interview self-presentation. Significant statements were coded by
meaning, these meaning units were then grouped into themes. Seven major themes were
identified in the data. Appendix I presents a complete list of the meaning units and
themes identified in the data; the table includes examples of significant statements from
participants to illustrate each meaning unit.
Next, textural descriptions were created based upon the significant statements and
themes. The textural descriptions attempt to depict the participants’ lived experience of
the phenomenon of job interview self-presentation and include verbatim examples from
participants (Creswell, 2013). Structural descriptions were also developed to describe the
contexts and settings that influenced participants’ experiences of the phenomenon
(Creswell, 2013). Moustakas (1994) refers to this phase as the imaginative variation
stage; during imaginative variation, researchers are encouraged to utilize imagination,
various frames of reference, and differing perspectives with the goal of identifying the
underlying and precipitating factors that account for what is being experienced by
participants. Finally, a composite description of the phenomenon was created, which
includes both the textural and structural descriptions and highlights the essence of the
phenomenon. Moustakas (1994) explains that the composite description is an integration
of the transcendental-phenomenological reduction (textural essences) and the imaginative
variation (structural essences) synthesized in order to reflect the meaning or essence of
the phenomenon under study. This composite description should reflect the common
experiences of participants’ and should help consumers of the research better understand
participants’ experience of the phenomenon (Creswell, 2013). A qualitative
phenomenological approach utilizes the researcher as a primary instrument in the
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research process. Data analysis was conducted independently by the researcher and was
reviewed by an external auditor; the study did not utilize a research coding team as this is
not customary per the transcendental phenomenological research methods outlined by
Moustakas (1994). Results of the study will be presented in the next chapter.
Validity & Reliability. In phenomenological research, it is important to consider
whether the research findings accurately reflect the participants’ experiences of reality.
As previously discussed, bracketing notes and reflections were revisited throughout the
course of the study to help minimize the influence of the researcher’s beliefs and
experiences on the process of data collection, analysis, and interpretation and contribute
to the validity and reliability of the study. Triangulation of data was also utilized as a
validity and reliability check in this study; Merriam and Tisdell (2016) suggest that
triangulation of data is the best way to ensure validity and reliability in a qualitative
study. In triangulation, researchers make use of multiple sources of data in an effort to
provide corroborating evidence for research findings (Creswell, 2013). In the present
study, triangulation of multiple sources of data including observations, research
interviews, and participant documents was utilized. Additionally, an external auditor was
utilized to help ensure that the findings, interpretations, and conclusions of the study were
supported by the data from participants. Creswell (2013) recommends the use of an
external auditor to ensure validity and reliability in qualitative research. The external
auditor for the present study was a graduate student in counseling psychology with prior
research experience in vocational psychology and multicultural issues. During her review
of the data and findings, the external auditor found that the study’s results were derived
from the data and representative of participants’ experiences. However, the auditor
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identified two subthemes that she perceived were slightly unclear in the study’s results:
(1) participant struggles with acculturation/cultural incongruence and (2) participant
challenges balancing job interview self-presentation and gender expectations while
managing gender stereotype threat. The researcher addressed this feedback by making
revisions to the results and discussion sections to make these subthemes more explicit.
While member-checking is another way to ensure the validity and reliability of
qualitative research, the present study utilized external auditing in lieu of memberchecking. Finally, the researcher also employed validation strategies proposed by
Creswell (2013). Specifically, the researcher asked herself the following questions during
the course of the study in an effort to maintain the quality of the study: (1) Am I utilizing
appropriate procedures that align with phenomenological research, such as the methods
presented by Moustakas (1994)? (2) Am I conveying the overall essence of the
experience of the participants? (3) Am I being reflexive and utilizing appropriate
bracketing procedures throughout my study? (Creswell, 2013)
Conclusion
The present study explored the job interview self-presentation experiences of
Latina undergraduate students utilizing a qualitative, phenomenological research design.
A qualitative approach seemed appropriate for this study given the lack of research on the
self-presentation tendencies and experiences of Latinas. Data analysis followed the
transcendental-phenomenological research methods outlined by Moustakas (1994) and
included transcendental-phenomenological reduction (bracketing, horizonalization,
clustering significant statements into themes, creating the textural descriptions of the
phenomenon), imaginative variation (development of structural descriptions), and the
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creation of a composite description of the phenomenon (summary of the meaning or
essence of the phenomenon under study). The results will be presented in the following
chapter.
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CHAPTER 4: FINDINGS
The following chapter will present the findings of the study. First, textural
descriptions will depict participants’ lived experiences of job interview self-presentation.
Second, structural descriptions will highlight the contextual influences and experiences
that shaped participants’ job interview experiences and self-presentation tendencies.
Finally, a composite description will be presented in an effort to synthesize textural and
structural descriptions and highlight the common experiences of job interview selfpresentation among Latina undergraduate college students.
Transcendental-Phenomenological Reduction
The process of transcendental-phenomenological reduction included bracketing,
horizonalization, clustering the horizons (significant statements) into themes, and
creating the textural descriptions of the phenomenon. Two hundred six initial significant
statements were identified in the data. Duplicate and irrelevant statements were removed
to yield 169 meaningful significant statements that communicated an understanding of
how the participants experienced the phenomenon of job interview self-presentation.
Significant statements were coded for meaning and grouped into themes. The prominence
of each theme was derived from the number of significant statements it represented.
Seven major themes emerged from the data: (1) cultural influences, (2) gender influences,
(3) familial influences, (4) learning and experience, (5) experiences with discrimination,
(6) balancing modesty and self-promotion, and (7) providing evidence to support
strengths and qualifications. Themes were organized into two general categories: (a)
influences on job interview experiences and self-presentation and (b) job interview selfpresentation tendencies. Appendix I presents a complete list of the meaning units and
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themes identified in the data; the table includes examples of significant statements from
participants to illustrate each meaning unit. The following sections provide textural
descriptions depicting the participants’ lived experiences of job interview selfpresentation, including verbatim examples from participants. Words such as “influence”
and “impact” are utilized in this study to help illustrate participant tendencies and
experiences related to the phenomenon of job interview self-presentation and are not
intended to imply causal relationships between or among various constructs or variables.
Influences on Job Interview Experiences and Self-Presentation
Five major themes emerged as influences on the job interview experiences and
self-presentation tendencies of participants: (1) cultural influences, (2) gender influences,
(3) familial influences, (4) learning and experience, and (5) experiences with
discrimination.
Cultural influences. The influence of culture on participants’ job interview
experiences and self-presentation tendencies was the most predominant theme found in
the study. Each participant shared examples of the ways in which her cultural background
and values have shaped her experiences during job interviews and the way she presents
herself to potential employers. Several participants identified that their cultural
background is an integral part of their identity and has a major impact on how they
present themselves during a job interview. As Rachael explained, “when I talk about
myself I’m talking about my culture, I’m talking about my family, I’m talking about all
of those things that make me who I am.” Another participant, Camila, noted that sharing
about herself and her cultural background during job interviews helps her feel more
comfortable and confident. As Camila explained:
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I think it [my cultural background] does impact how I talk about myself because
there’s things I think I choose to share in interviews, like that I’m first-generation
[born in the U.S.] and that my mom was a single mother...that’s something that
has been a part of my life and just sharing where I’m from and my culture is
important to me...it impacts how I answer questions because I feel more confident
and more willing to share.
Many participants perceived their cultural background as a strength that helps set them
apart during job interviews. One participant, Aashir, shared that she has been very
involved with organizations and activities related to her racial-ethnic heritage. While she
initially joined these organizations to gain a better understanding of her cultural heritage,
this involvement also helped her build her résumé. As Aashir explained, “I am a
Folklorico dancer, I am in a multicultural sorority, I am in a Mexican-American student
association...I really try to promote my culture because I feel like it is a way of
understanding who I am and where I come from.” Another participant, Karla, noted that
her Mexican heritage makes her unique in her academic program of study and sets her
apart when applying for jobs or other opportunities in the STEM (science, technology,
engineering, math) fields. As Karla explained:
I think it [racial-ethnic background] differentiates me from others...in my courses
there aren’t many people of color, they are all White students and an occasional
Black student here and there. I have a really good friend who is also from Mexico,
and we were the only two pretty much in all of our courses...chemistry, biology,
calculus. Right now I’m taking my capstone for biochemistry, I’m the only
student of color there. Taking my other physical chemistry class, I’m think I'm
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one of four in a class of 50, I’m the only Mexican...which again, I think it really
makes me unique.
Another participant, Camila, noted that her cultural background has contributed to her
being able to draw upon diverse experiences when answering questions during job
interviews. As she explained, “it was easy for me to pull examples of how I’ve dealt with
people from different cultures because I’m from diverse areas, and so that was helpful
[during job interviews].”
Several participants identified language skills or bilingualism as a strength they
highlight during job interviews. As Ana explained,
The first thing I always say is ‘I’m bilingual’...like when I was applying for [a job
in] banking...or when I applied to be an [on campus student job] for the
[university], I was like, ‘I’m bilingual’ and ‘I have all of this experience’. That’s
when I go into specific details, like ‘this person wanted a loan but didn’t speak
English, so I helped him,’ or ‘this person wanted to order some jeans but they
couldn’t speak English, so I helped them.’
Some participants indicated that while language can be a strength, it can also contribute
to challenges like experiences of discrimination or stereotyping during job interviews.
For example, Camila stated that, “If you choose to recognize yourself as a Latino or
Hispanic, people who aren’t will just automatically assume, ‘well, they speak Spanish’.”
Camila disclosed that some of her Latinx friends have tried to “hide” their accent during
job interviews. She indicated that other friends have struggled at times to understand
interview questions and/or communicate their strengths if English is their second
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language. Participant experiences with discrimination during job interviews will be
discussed further in a later section.
While many participants perceived culture as a strength, some also shared
examples of the ways in which culture contributed to unique challenges or barriers.
Several participants identified challenges navigating differences between culture in U.S.
and their country of origin or ancestry. This was particularly salient for several
participants who were born in other countries and later immigrated to the U.S. For
example, Aashir explained that in her native country of Mexico, job interviews are more
formal and professional compared to her experiences with job interviews in the U.S.
Aashir indicated that she tends to feel more relaxed during job interviews in the U.S.
compared to the more formal interview structure in Mexico; however, she has found that
cultural and language differences can also contribute to distress. Aashir explained that
when speaking in Spanish she has words she can use that communicate respect in a
professional setting (usted versus tú); whereas, in English there is not a translation
communicating the same level of respect. Aashir described these experiences:
At the beginning it was really hard for me to think of how to address a [person of
authority] because I didn’t have a word that said ‘okay, this is friendly’ and ‘this
is professional.’ Sometimes I feel like I am being disrespectful, and then I’m like
‘no, that is just how it is here’...but my subconscious is like ‘girl, you are being
disrespectful, find a different way to say it.’
Similarly, Ana highlighted that the values and communication styles in her country of
origin (Mexico) influence how she presents herself. As Ana explained, “usually with
people who are older than me...or people I don’t know very much, that’s when I’m on the
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modest side.” Ana indicated that cultural values and communication norms also influence
how she introduces herself. As Ana described,
[When] you introduce yourself, you use your full name, you do both of your last
names [mother’s and father’s last name]...you say, ‘I’m [first and last names],’
where you are from, where your parents are from...you make sure you say where
you are from because it is part of your identity.
While participants identified that cultural values from their country of origin or
country of ancestry influenced their experiences and self-presentation tendencies during
job interviews, participants also indicated that U.S. norms and values have influenced
their job interview experiences and how they present themselves as well. As Aashir
explained, “I think the U.S. is also influencing my life…[I’m] appreciating both places
[Mexico and the U.S.] in different ways...they both affect me.”
Gender influences. The influence of gender on participant job interview
experiences and self-presentation tendencies was another theme found in the study. Each
participant shared examples of the ways in which her gender identity has shaped her
experiences during job interviews and the way she presents herself to potential
employers. As Aashir explained,
Being a woman effects it [self-presentation]...you really have to prove that you
have the strengths...you have to let them see that you are strong in a sense. I feel
like in this setting [job interviews] you have to prove that you have the capacities
to do even more than what they think.
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Ana agreed that her female identity influences how she presents herself during job
interviews. With regards to her own strengths and abilities, Ana indicated that “the things
that you wouldn’t expect a girl would do, I try to point them out [in a job interview].”
Many participants were particularly mindful of how they presented themselves
during job interviews so as not to demonstrate or communicate female stereotypes. For
example, Camila explained that:
There’s certain things I wouldn’t feel comfortable sharing because I’m a female
and...if I were to say that I feel like they would look down on me or look at me
different versus if I were a male...just trying to leave emotions out of it when I
deal [with] situations because usually women are seen as having too much
emotion...whereas, with men that’s never taken into consideration, like what if
they get too over emotional or get too angry at the situation...which is [why] when
I answer questions I try to focus on the fact that I wouldn’t have any emotions, I
would be unbiased.
Similarly, Aashir shared her perceptions regarding how stereotypes or traditional gender
role expectations influence what interviewers expect from women:
I feel like they expect you [women] to talk about being more caring and
sweet...being the support system more than the one who is leading. They expect
you to be a follower and not a leader. So that is why I feel like it is important to
be the leader from the first interview so that once you are in the job they know
that you don’t want to be a follower...they want you to be caring, they want you to
be the one who helps bring the coffee, like ‘hey guys, do you want something to
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eat’ and I’m like ‘I don't care if you need something to eat. I am here to work. We
are old, you can get your own food.’
Camila shared about her mother’s experiences in job interviews, noting that her mother
has experienced interviewers appearing more concerned about factors in her personal life
such as how many children she has rather than her professional experiences and
qualifications. Camila explained that, “when I talk to her [mother] and ask her about her
interviews...she’s like, ‘well, they never asked me about certain things on my résumé but
what I did on the weekends and things like that.’
Many participants noted perceiving or experiencing differing expectations with
regards to how men and women should present themselves during job interviews. As
Aashir explained:
With women they expect you to be modest, they expect you to be like ‘yeah, I
think I can do that but I’m not 100 percent sure’...so sometimes when you work
with men and you prove that you are competent they take it as you being full of
yourself or bossy.
Similarly, Rachael indicated that:
Women are told to just be more polite and super professional versus a guy can get
away with being somewhat either cocky or flirty...really woo a crowd. He can get
away with that. Versus if a girl does it, if she is flirting or really trying to get the
position, in general females get looked at differently.
Aashir also shared perceptions that men may feel threatened by women who present
themselves confidently. As she explained, “if you [women] are modest, then that is cool
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because we [men] can control you, but if you are strong and confident, no...you might be
better than me at this, so I might as well just not let you do it.”
Despite identifying expectations that women present themselves modestly during
job interviews, Aashir went on to explain how she feels compelled to present herself with
strength and confidence to prove she is qualified, particularly when applying for jobs in
male-dominated settings or industries. As Aashir explained,
Whenever you are presenting yourself in a setting that is male, predominantly
men, you have to prove that you are not weak, that you are really confident. And
they have to see it...I want them to see that I am confident so they can see that I
have the experience to do what is needed [in the job].
Susan shared similar sentiments with regards to her male-dominated field of study,
indicating that “women who are in [my] field...have to be really stern and no
playing...this is ‘all business’ sort of thing, because anytime they let some kind of humor
or something slip through that automatically makes them unprofessional.”
Some participants were aware that gender influences how both men and women
are expected to present themselves during job interviews. As Ana explained,
I think women are automatically seen as very nurturing so I think if a guy said
something around those lines [very nurturing] I don't think it would go okay with
their gender. Or if a woman said ‘oh, yeah, I’m a good problem solver because
my car broke down [and I fixed it]’ and they’re going to be like ‘no wait, what?’
but if a guy said that they would think it was a good skill to have.
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Participants indicated that expectations regarding how women should present
themselves during job interviews also extends to physical appearance. Camila shared the
factors she considers when choosing what to wear for a job interview:
When I first come in for an interview I try not to wear a skirt or a dress or
anything because I feel like it may be portrayed as something different, like what
if my skirt is too short or things of that nature, so I always try to wear pants and I
feel like that has to do with the fact that I don’t want to be seen just for my
gender, I want to be seen as just an individual not so much like ‘she’s a female,
she’s wearing a dress’ and things I shouldn't worry about, like are my heels too
high or is my make-up too much. It's just harder to be female...we just have a lot
more things to worry about than just...‘what am I going to wear.’
Other participants indicated that they received advice or feedback from others regarding
how they should physically present themselves during job interviews. Susan reported that
her grandmother suggested that she present herself in a traditionally feminine way,
recommending that she “always wear a dress” to job interviews and that she wear her
“hair down.” Aashir identified that she received feedback regarding her make-up:
I really like make-up. So, they [mentor] told me to not do my makeup like I
always do it, because then they [interviewers] are going to hire you because of
how you look not because of who you are. And I’m like...that is part of who I
am...the way I dress, the way I do my makeup, all of that is part of who I am. I am
not doing it for them, I’m doing it because I like it and because it makes me feel
like confident.
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As participants shared their experiences, it was clear that gender intersects with
other sociocultural factors to influence their lives and experiences with job interview selfpresentation. Karla talked about the intersection of her female and Mexican identities,
both of which make her a minority in her field of study (biochemistry). She described the
passion that she has regarding speaking to others about her field and her desire to be a
role model for other Latinas:
I really enjoy just talking about my field, especially to younger girls...for me to be
a woman of color and studying a STEM (science, technology, engineering, math)
career is not something you see really, so I really try to talk to others and inspire
them and tell them about what I do.
Susan was also very aware of how her gender and racial-ethnic identities make her a
multiple minority in her field. As Susan explained:
The career I am pursuing is almost entirely White men. Very rarely women, very
rarely Hispanic women. And I’ve heard a lot about that from other people who
come through and they are like, ‘oh that is what you want to do, okay’...it has
always been outside people. In our department in our college everyone is like
‘yeah, you are doing great, you are going to do awesome, you got this’...until you
meet other people from a different company or a different school and they are like
‘oh, good luck, good luck.’
Ana’s experiences highlighted how gender and culture can also intersect with
family to influence participant experiences. Ana shared examples of differing
expectations for men and women in her family and her culture. She shared examples of
having to take on household responsibilities at a young age while balancing schoolwork
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and being limited with regards to socializing outside of the family, while her brother did
not have chores around the house and was granted more social freedom despite being
younger. However, despite experiencing some frustration triggered by these differing
expectations, Ana also shared about how she admires her mother for how she balances
domestic, family, and work responsibilities and indicated that motivates her to work hard.
As Ana explained,
I’m definitely very proud of everything that I’ve done, especially being a female.
I feel like in my culture people think that men are very macho...which some
are…[but] I’ve seen my mom, she’s in the house cooking for us, taking care of all
these kids, and then she has to go to work, and I admire that and I strive to be
something like that...I always work harder because I’m trying to be a better me
and a better version of my mom almost, and I want you [mom] to be proud of me
just as I’m proud of you [mom] type of thing.
Other participants also recognized the impact that family has had on their job interview
experiences and self-presentation tendencies. This familial influence will be discussed in
the next section.
Familial influences. The influence of family was another theme that emerged
during the study. Participants identified how family experiences and family values have
shaped their job interview experiences and self-presentation tendencies. For example, as
Rachael explained, “my parents definitely influence the way I talk about myself. They
have always told me to take pride in my work and excel in my school...so I can further
myself and have a better life.” Similarly, Ana explained that her family’s influence has
shaped her interpersonal style and has contributed to her ability to connect with new
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people, a strength during job interviews. According to Ana, “I’m very family oriented, so
when I make friends and I meet a stranger down the street I make them feel like family...I
think another reason I’m really good at talking to people is…[I am] very family
oriented.”
Many participants identified feelings of gratitude toward parents or other family
members for the hard work and sacrifices made to achieve a better life for participants.
This gratitude was apparent not only in the statements made by participants but also in
the emotional reactions that several participants had when talking about the support they
have received from their families. As Karla explained, “I am here [in college] because of
my parents and my grandparents, all of their hard work, and I just think education is such
an important thing. That's why I’m very lucky to be here.” Several participants spoke to
how this gratitude directly influences how they present themselves during job interviews.
According to Aashir:
Whenever I present myself I want to do it in the best way possible so that they
[my family] can see that I am really working toward what I want and just valuing
what my family did for me. So they can see I am doing this not just because it will
get me money but more because it will be...showing I’m grateful for what my
family has done.
As participants talked about the influence that family has had on their job interview
experiences and self-presentation tendencies, the intersection of family, culture, and
gender became apparent among several participants. For example, as Ana described how
her family has influenced her self-presentation tendencies, her account was reflective of
the cultural value of collectivism. As Ana explained:
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When I present myself...I don’t always try to make myself as an individual but I
try to make myself as as a whole...that goes back to my family, because if I
succeed my family is succeeding. I didn’t get here by myself...if it wasn’t for my
parents helping me with tuition, if it wasn't for my professors giving me an
education, I wouldn't be here. It's not a me thing. You helped me be here so it’s a
we thing.
Ana went on to share examples of how expectations to identify individual strengths and
accomplishments during job interviews in the U.S. conflict with her family’s cultural
values, gender role expectations, and communication styles. According to Ana:
In my family, we’re not ones to be like ‘good job, you did this and you’re really
good at this.’ It’s more like, ‘okay, you have to do these things because it’s part of
tradition and this is your your role as a woman,’ and you just do it and you never
ask questions. And so when they [job interviewers] would ask you ‘what are your
strengths,’ it’s like...I don’t know, I really don’t know. So then that first [job]
interview, it hits you...it’s like, okay start thinking about what am I actually good
at?
Learning and experience. After cultural influences, the impact of learning and
experience on participant job interview experiences and self-presentation tendencies was
the second most predominant theme found in the study. Participants shared many
examples of the ways in which learning and experience have shaped how they present
themselves during job interviews. Several sub-themes emerged in this area including:
learning from experience, formal job interview or career training, and advice or feedback
from others.
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Learning from experience. All participants discussed how they learned from their
various job interview experiences. Many indicated that initially they did not know much
about what to expect during job interviews. As Ana explained, “that first [job] interview
is literally like a trial, you don’t know what to expect...the first two or three [job
interviews] are really the ones that get you going.” Ana described how she learned from
each interview experience and how this learning shaped how she presented herself during
future job interviews. Ana disclosed that for her first job interview for a lifeguard
position in high school, she did not know what to expect. As she explained:
I was like, I don’t know what to wear...and [for that first interview] I got
denied...and [I thought] wow, I could have done this better, I could have answered
this better. So when you go to your second interview, you’re like ‘okay, I’m going
to do this and I’m going to say this.’
Ana described how her learning increased with each successive job interview and
influenced how she presented her strengths during subsequent interviews:
That first [job] interview, it hits you...it’s like, ‘okay, start thinking about what am
I actually good at’...but then after the second interview it was like ‘I noticed that
my teacher said that I was good at this, so maybe I’ll say that,’ and then they ask
you for an example and then you’re like ‘oh gosh, I don’t know an example’ and
then the next time that you’re out of the interview you start paying attention and
you’re like ‘okay, I know this is one of my strengths and this is an example’ and
then that third interview you’re like ‘I got this.’
Camila also articulated how learning from experience has shaped the way she presents
herself in job interviews:
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I think one of the things that I didn’t realize is that as soon as you get there [to the
interview] you need to be in the interview process. They [interviewers] are
looking at everything, and I wish I would’ve known that when I was younger, so
now I come in really ready and as soon as I get into the place I feel ready and I
feel confident, like ‘okay, I need to portray myself really well and really
professionally,’ so I just make sure that I come in confident and ready to smile a
lot and talk about myself.
Several participants indicated that their experiences during job interviews have
helped them become more aware of the types of questions that are often asked,
contributing to them feeling more prepared to answer questions during job interviews. As
Susan explained, “I have started to catch the general questions here and there. Like, why
would you like to work with our company? What makes you a good fit here? So those
have gotten pretty easy [to answer].” Ana indicated that having knowledge of potential
interview questions has allowed her to reflect on possible answers in advance. As Ana
described, “you already have an idea of what some of the questions are going to be, so
even on your drive there you are like, ‘okay, so they are going to ask me something like
that so I need to think about that’.” Ana indicated that her experiences with job interviews
have made it easier to answer the common questions she has come to expect. For
example, Ana explained that some interview responses are “just kind of learned...when
they are like ‘what is one of your skills’ and you’re just like automatically...‘I speak
Spanish and English’.”
Increased experience with job interviews not only helped participants feel more
prepared for interviews but contributed to participants feeling more confident engaging in
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job interview self-presentation. Several participants indicated that they grew less nervous
and more confident in their self-presentation skills as their experiences with job
interviews increased. For example, as Ana explained, “when I first started interviewing it
[job interview self-presentation] wasn’t comfortable but the more interviews that you
do...it gets more comfortable.” Similarly, Camila indicated that:
When I interviewed for my first job...I would get really nervous in interviews and
come off way timid and modest, and now I feel like I’m still in the modest range
but I’m going more towards confident...just being more confident with some of
my answers and how I project myself to other people.
In addition to learning from experiences as an interviewee, one participant
identified that her role as an interviewer at her job allowed her to learn more about how
to effectively present herself during a job interview. As Camila explained,
Being able to be an interviewer has been a huge advantage for me because I'm
able to see...what I look out for when people walk in, how they interact with each
other when they are in group interviews, how are they talking about themselves,
how are they introducing themselves...so it’s huge...for the jobs I have
interviewed for.
Similarly, Karla identified that she has served as an interviewer as part of a student
organization. She, too, learned from her experiences as an interviewer. Karla described
some of the lessons she took away from her experiences: “just...presenting yourself,
always being early, being prepared, not being nervous about it, and being genuine about
what you say.” While no other participants described experiences being an interviewer,
Rachael explained that she has utilized self-reflection to facilitate the same type of
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learning in an effort to prepare herself for self-presentation during interviews. As Rachael
explained:
I guess I kind of reflect on myself and just ask myself if I was on the other side of
the chair [if I were the interviewer], what would I want to hear? What stands out
about me versus anyone else trying to apply for the same position? What is it that
I bring to the table that somebody else doesn’t?
Formal job interview or career training. In addition to learning via job interview
experiences, several participants revealed that formal training opportunities in high
school or college have influenced their job interview experiences and self-presentation
tendencies. For example, Rachael and Ana indicated that career education classes in high
school helped them learn how to create a job résumé. Karla identified that she
participated in a career education class sponsored by her program of study at her
university. The class included workshops on various topics such as writing a personal
statement for graduate school and participation in a mock job interview. Karla indicated
that her experience with the mock job interview was particularly beneficial, especially
being exposed to potential interview questions and practicing her answers in a simulated
environment. As Karla explained,
I think it [mock job interview] was very helpful just because that was my first
mock interview and it made me think about future interviews and how I should
address those [interview] questions...because I know that is something that I’m
going to be doing when I go on graduate school interviews.
Susan explained that her program of study at her university requires students to complete
a résumé and portfolio review each semester. She described the process of this review,
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indicating that each student in her program must stand up in front of their class and
present their résumé and portfolio to their professors, advisors, and peers. She explained
that this review was very intimidating at first but that she has demonstrated increased
confidence with each experience. As Susan explained, “I remember my first portfolio
review I was like ‘oh, no.’ But from then to this semester I think I have gotten a lot better
and I think that has contributed to that [increased] confidence.” Susan went on to explain
that the résumé and portfolio review has also facilitated opportunities for her to receive
feedback from her professors and advisors on how to improve her résumé, portfolio, and
the ways in which she presents her accomplishments and skills. Other participants also
identified that they learned from the advice or feedback from others; this sub-theme will
be discussed in the next section.
Advice or feedback from others. Many participants found that advice or feedback
from others influenced how they present themselves during job interviews. Participants
identified receiving advice or feedback from a variety of sources including family
members, peers, professors, mentors, employers, and other racial-ethnic minorities.
Participants reported receiving advice on a variety of self-presentation topics such as
what to include in a job résumé, what to wear to a job interview, what questions to expect
in the interview, and how to answer common questions. Several participants provided
specific examples of the ways in which advice or feedback from others has influenced the
way they present themselves during job interviews. For example, Rachael indicated that
one of her first jobs was working for a fitness gym. She explained that she applied for the
job in the summer and wore a tank top to the job interview. Rachael recalled getting
feedback from her employer that it was unprofessional to wear a tank top to a job
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interview. She identified this feedback as a learning moment that contributed to her
dressing more professionally during future job interviews.
Susan and Camila also described advice they received from others regarding how
to present themselves during job interviews. Susan shared the encouragement and tips she
has received from professors and advisors in her program of study. As Susan explained:
My advisors are always like, ‘you know what you are talking about, so let it all
out, and if you don’t [know what you are talking about], say you don’t. Don’t lie.
And also tell them how much you would like to work at their company but don’t
be too overbearing.’
Similarly, as Camila described,
There’s...words that...other professionals have given me when I was supposed to
interview for a certain job...to use words like effective, motivated, things like
that...and to be confident with my answers. Make complete sentences...to take
breaks when I need to, to pause and think about it and not to just rush through my
answers.
Ana recalled approaching a mentor in a multicultural student organization for feedback
on her strengths to help her prepare for a job interview. As Ana explained,
I did go talk to one of my mentors and I was like ‘what am I good at?’ And they
were like, ‘well, you know, you are good at this...you are good at helping
people...you are a problem solver.’ And I was like, ‘okay, how do I solve
problems?’ And then when I came to the interview I just thought about...those
things they had told me and applied it to the job I was interviewing for.
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Aashir identified that many of the individuals who have provided useful advice and
feedback with regards to job interview experiences and self-presentation are other racialethnic minorities. As Aashir explained,
A lot of the people that I talk to are minorities, so they are like ‘hey, if you are
going to do this, just know that this might happen.’ I feel like we are all in the
same position, so we know what to expect at this point, and we just try to advise
each other.
Experiences with discrimination. Job interview experiences with discrimination
was another theme that emerged during the study. All participants described experiences
of discrimination faced by Latinas and/or women during job interviews. Many
participants recounted personal experiences of discrimination on the basis of racial-ethnic
identity and/or gender, while others highlighted stories or examples of discrimination
experienced by friends or peers.
Many participants identified stereotypes of Latinas that they encountered during
job interview experiences. Stereotypes were communicated both overtly and indirectly.
Participants indicated that common stereotypes of Latinas during job interviews included
assumptions that interviewees are fluent in Spanish, questions about immigration or
citizenship status, assumptions about country of origin or ancestry, and stereotypes based
on the intersection of culture and gender. As Camila explained:
If you choose to recognize yourself as a Latino or Hispanic, people who aren’t
will just automatically assume, ‘well, they speak Spanish’ or if you are Hispanic
or Latino they assume you are Mexican...and for me it’s fine because I am
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Mexican, but when I have friends and [sorority] sisters who are offended, they’re
like, ‘no, I'm not Mexican, I'm Guatemalan.’
Similarly, as Rachael described:
I know that other people get asked ‘where are you from’...and they are like ‘I was
born here, what do you mean where am I from?’ So it is like they assume that
they are not from the U.S. because they look different and they have different skin
tones.
Ana encountered similar assumptions about documentation status during job interviews.
As she explained, “with Latinos, the connection of immigration always comes up. Some
people make assumptions that you might not be documented or things like that.” Ana
went on to explain that she often feels as though interviewers are sometimes surprised
when she doesn’t live up to the stereotypes. As Ana described, “I feel like they [job
interviewers] expect Latinos in general to not know things from outside of their
culture…I’m not just at home making tortillas...I know how to do other things, [and] I
have been exposed to other things.”
Aashir spoke about stereotypes of Latinas based on the intersection of culture and
gender. As Aashir described:
Latinas have that image...you have to be spicy, you have to be sexy...I just think
about Sofia Vergara, and she plays a really big stereotype of Latinas, that you
have to be sexy, and they [interviewers] expect you to come to an interview
dressing up really nice and just more selling yourself as an image rather than your
experiences.
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Aashir went on to talk more about how perceived gender stereotypes influence how she
presents herself during job interviews. As Aashir explained:
I feel like they [men] see women as weak...so whenever you are presenting
yourself in a setting that is...predominantly men, you have to prove that you are
not weak, that you are really confident...in my case I don’t want to be the image
[token female, token minority], I want to actually do something...I want them to
see that I am confident...that I have the experience to do what is needed.
Several participants provided explicit examples of how their racial-ethnic
background influenced their experiences during job interviews. Camila indicated that she
was asked different questions during job interviews based on her racial-ethnic minority
status. As Camila explained:
I have had group job interviews...and the supervisors asked different questions,
and my questions are usually framed around diversity...which I think is great but
it should also be a part of the other candidates’ [job interviews] even though I’m
the only Hispanic in the room...I was just really confused about why they were
asking me, like harping on me so much about it [culture/diversity] when all of the
other candidates didn’t really have that...other people need to understand culture
and diversity just as much as I do.
Similarly, Aashir indicated that she has been in job interviews that have focused too
much on her culture and too little on the prospective job. As Aashir explained it, “it is
like microaggressions. The way they talk to you...trying to explain the questions a little
bit too much, emphasizing a lot in your culture, and focusing more on your culture than
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your actual job.” Aashir went on to talk further about her experiences with
microaggressions during job interviews:
I understand that they [job interviewers] have good intentions...they just want to
make me feel comfortable and be with me like they are with other people, but it
makes me feel a little awkward...I see that you can tell that I’m not the same as
other people that you’ve interviewed, especially when it is primarily White, and
even more when I say that I am an immigrant...so then they are like…‘oh, you
speak really good English.’ And I’m like ‘thank you.’ So they have good
intentions…[but] it helps you realize where you are at in this country.
Aashir identified that she has shifted her expectations, indicating that if she anticipates
discrimination then she feels more prepared when encountering microaggressions. As
Aashir explained:
The first time that [discrimination] happened to me...it was weird and painful at
the same time, because you don’t expect it. In Mexico, we don’t even use the
word race, we use it for animals. So when I got here and it was race this and race
that, I was like ‘are we talking about dogs? I don’t understand.’ People look down
at you and you have to be ready to prove them wrong.
While several participants provided examples of how their racial-ethnic
background influenced their experiences during job interviews, one participant also
provided an illustration of how women can experience discrimination on the basis of
gender during job interviews. Susan explained that she is pursuing a career in a field that
is predominantly White and male. While Susan indicated that she has not personally
experienced discrimination on the basis of race-ethnicity and/or gender during job

100
interviews, she described the job interview experiences of a female peer in her career
field who reported experiencing discrimination during a job interview. Susan identified
that her friend was explicitly asked if she felt “confident as a female [job title/position].”
Her friend was also asked if she felt “equal to her male counterparts.” While Susan was
not personally asked these questions during her own job interview experiences, her
friend’s experience appeared to have a vicarious effect on Susan.
Several participants shared how their experiences of discrimination during job
interviews have impacted how they present themselves during interviews. Camila
explained that her experiences of discrimination have made her think twice about
identifying her racial-ethnic background during the hiring process. As Camila explained:
Being Latina...I don’t know if I would want to share that. It is a huge part [of me]
but I don’t want that to be something that they just look at me for is being a Latina
so they’ll be...hiring more diversity...I don’t want that to be why I am there, to be
the only Latina.
Karla indicated that she feels more comfortable speaking to her strengths during job
interviews than to her weaknesses or growth edges because of all of the stereotypes and
barriers associated with her racial-ethnic and gender identities. As Karla described:
It is easier to talk about my strengths just because I am a person of color and I am
a woman. Just going against all those social expectations of me not being in the
science field or me not even studying just because I am a student of color and I’m
a woman...I think it is easier to talk about strengths...to go against what people are
used to seeing.
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Aashir also felt compelled to emphasize her strengths during job interviews to
compensate for stereotypes or discrimination based on her gender. As Aashir explained,
“being a woman...you really have to prove that you have the strengths...you have to
prove...that you have the capacities to do even more than what they think.”
While all participants described experiences of discrimination faced by Latinas
and/or women during job interviews, three participants reported that they have not
personally experienced discrimination during job interviews. As Karla explained:
I don’t think they [interviewers] have been very racist, or just because I’m a
woman they are not going to pick me...I am very confident about my work
experience and my background and I think that will be something that will stand
out to them more. I think with science...it doesn’t really matter if they are any
color or race or gender...I don’t really see my background as an obstacle for that
matter. I think it is more my experiences in the field that would limit me.
Similarly, Rachael reported that “I’ve...always associated myself with everyone, so I
don’t really feel like I’ve been discriminated against...or if I have I have been super
oblivious to it.” Susan shared similar sentiments:
I don’t think the color of my skin has affected me in anything this far…any time
I’ve ever gotten denied for a job I’ve never thought it was because of the color of
my skin...I don’t think I personally have noticed any out of line comments [related
to cultural background or gender] or not...I think all of my job interviews have
been pretty standard in practice, following questions and answering them.
The discrepancies among participant experiences with discrimination will be discussed
further in a later section and will be examined in more detail in the final chapter.
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Job Interview Self-Presentation Tendencies
In addition to influences on job interview experiences and self-presentation, data
from the study provided information about the self-presentation tendencies of
participants. Two major themes emerged in this area: (1) balancing modesty and selfpromotion and (2) providing evidence to support strengths and qualifications. This
section will present textural descriptions depicting these self-presentation tendencies of
participants.
Balancing Modesty and Self-Promotion. Participants highlighted the
importance of balancing the use of both modesty and self-promotion during job interview
self-presentation. For example, as Ana explained, “I’m very proud...and I try to show it in
my interviews...but obviously to a level...I don’t want to be overwhelming people.”
Additionally, as Aashir described:
When they are interviewing you and you want to prove that you are good at
something, you are going to make it seem like you are the best...so sometimes you
end up ‘selling’ [promoting] yourself. I have to really think about that and be like,
‘okay, careful with that, know that sometimes that can sound a little rude’...I think
I just have to work to be somewhere in between [modesty and self-promotion] so
that people can see confidence but not arrogance.
Similarly, Camila noted:
You don’t want to be too modest but you also don’t want to come on too strong. I
think it’s important to talk about yourself but not overly talk about yourself
because I’ve been on the other side as well interviewing people for jobs that I’ve
had, and I’ve always recognized [when] you [interviewees] are thinking way too
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highly of yourself versus ‘oh, I wish you would expand on that more.’ So there’s
a good medium.
While most participants recognized the importance of balancing the use of both
modesty and self-promotion during job interview self-presentation, several participants
indicated that they tend to under-represent their experiences and qualifications during job
interviews, reflective of a modest self-presentation style. For example, Camila identified
that she tends to under-represent her strengths and accomplishments during job
interviews as the result of nervousness or other factors:
I think sometimes in interviews I present myself more modestly just because I get
nervous and I forget...what I want to say...I forget these other accomplishments
that I have had and I just go for the big ones, and so I think I do [present myself] a
little more modestly.
Karla also reported that she tends to under-represent her strengths and accomplishments
during job interviews. As Karla explained,
When I first talk about them [strengths and accomplishments], I talk about when I
was younger and my transition of moving countries and the language barrier and
how those skills helped me be successful in college, and then I talk about my
research experience and how I’ve been presenting at different research fairs. I tie
it into the work itself, how they relate to each other...but at the same time because
I don't want to talk too much, I guess I under-represent myself.
Ana also appeared to demonstrate a more modest approach to self-presentation. When
asked how she talks about her strengths and accomplishments during interviews, Ana
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indicated that, “I would say [I am] probably more modest...I keep them [strengths] in the
back of my mind.” As Ana went on to explain:
I don’t feel like someone would even hire someone who is very much showing off
because it is hard to work with those kind of people, and if you know how to hold
yourself to being modest or even under represent yourself, there is more...space
for you to do better at that stuff...that is another thing that my mom always said…
‘don’t show off, people that show off people don’t like’ and stuff like that...you
don’t want to come off bad or as a show off.
While three participants (Camila, Karla, and Ana) self-identified tendencies to
present more modestly during job interviews, the researcher observed that five out of six
participants in the study appeared to under-represent the experiences and qualifications
listed on their résumé as they engaged in self-presentation during the mock job interview,
indicative of modest self-presentation tendencies. The résumés provided by participants
suggested that participants had a variety of experiences that would make them a qualified
candidate for the mock internship; however, these five participants failed to communicate
the true breadth and/or depth of their experiences, skills, and qualifications during the
mock job interview. In other words, these participants did not present the full scope of
experiences and qualifications indicated on their résumés. For example, Ana’s résumé
highlighted that she previously completed an internship in her area of study and served in
several leadership positions within student organizations related to her major; however,
while Ana spoke to some campus involvement and previous work experience during the
mock job interview, she did not speak to her past internship or leadership experiences
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even though they were related to her field of study and, therefore, evidence that she was
qualified for the mock internship.
The sixth participant appeared to accurately represent the experiences and
qualifications depicted on her résumé; however, the way in which she communicated
these experiences and qualifications, particularly her body language and nonverbal
communication, suggested that she was nervous and/or that she lacked confidence. This
participant verbally articulated the experiences and qualifications indicated on her résumé
during the mock job interview; however, the researcher observed that her presentation
was “quiet and reserved,” that she did not smile much, and that she displayed flat affect.
In contrast, during the research interview this same participant presented quite differently
and was observed as being “interactive and friendly” and demonstrating appropriate
affect including smiling. While this participant did articulate her experiences and
qualifications during the mock job interview, she did so in a reserved way that was more
reminiscent of a modest self-presentation style.
Providing Evidence to Support Strengths and Qualifications. Results of the
study also provided information regarding how participants tend to communicate their
strengths and qualifications during job interview self-presentation. Findings highlighted
that participants tend to present “evidence” or “proof” during job interview selfpresentation in an effort to support their strengths or qualifications. For example, when
asked about how she tends to present her strengths and accomplishments during job
interviews, Ana explained that “I always give an example...I’m not just saying this
[strength/qualification] to say it, I actually have an example.” Similarly, Aashir indicated
that:
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When you talk about your strengths, you talk about your experiences...giving
examples...‘I am confident, because when I do this, I do it like this.’ So then they
can see that I’m saying it because I actually know and not just because it is a word
that came to my mouth, so proving it...proving [it] with my experiences.
These findings were supported by data collected during researcher observations of
participant mock job interviews, which documented the use of this self-presentation
strategy by several participants. For example, during the mock job interview Karla
indicated that she is skilled at managing time and multiple responsibilities; she provided
evidence of this by highlighting her membership in multiple student organizations as well
as the leadership positions, work, undergraduate research, and academic responsibilities
that she balanced while maintaining a 4.0 grade point average. Similarly, Ana identified
that one of her strengths is working with people; she went on to provide several specific
anecdotes highlighting how she has demonstrated strong people skills during her
experiences serving as a peer mentor.
Participants expressed a desire to provide concrete examples of experiences or
qualifications to let their experiences and qualifications “speak for themselves.” For
example, Ana described a time when she was asked to present her strengths during a
class. As she explained:
I had a class assignment where you had to introduce yourself with six nouns, and
my friend was like ‘leader’ and I was like ‘no, I don’t want to come off as
narcissistic almost, I don’t want to be that kind of person,’ so instead I picked
different words and then in the description I showed that leadership in there...a
leader isn’t necessarily someone who is saying ‘I’m a leader.’

107
Intentionality behind this self-presentation strategy seemed to vary slightly among
participants. Some participants appeared to utilize this strategy as a way to highlight their
strengths and qualifications with examples rather than directly communicating strengths
or qualifications during the interview, a strategy indicative of a more modest selfpresentation style. For example, as Karla explained, “just letting them know that I’ve
done these things will be enough for them to understand...what I’m capable of doing.”
Other participants indicated that they provide concrete examples of experiences or
qualifications during job interviews in an effort to challenge any biases, stereotypes, or
discrimination that may influence perceptions of whether they are qualified for the job.
For example, as Aashir described:
I feel like you just have to try a little bit harder when you are doing an interview
because even if we don’t want to accept it, it [racial-ethnic background and
gender] does affect the way people see you...I just feel like I need to work harder
not just in the interview but in the things that I do every day so that once I have an
interview I have the tools to say ‘this is what I’ve done’ and ‘this is why I have
the experience’ and ‘this is why you should hire me’ and have more facts.
Aashir went on to explain:
I feel like just knowing that as minorities we already are kind of behind...we [have
to] try really hard to prove that we are more than what they [interviewers] think
we are...not just in the interview but...building yourself. Working everyday
towards what you want, so then once you are in the interview it is like, ‘oh, yeah,
you are qualified, and we can’t deny it.’
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The previous section presented textural descriptions that depicted participants’
lived experiences of job interview self-presentation. The next section will present
structural descriptions, which highlight the contextual influences and experiences that
shaped participants’ job interview experiences and self-presentation tendencies.
Imaginative Variation
Imaginative variation explored the contexts and settings that influenced
participants’ experiences of the phenomenon (Creswell, 2013). During imaginative
variation, researchers are encouraged to utilize imagination, various frames of reference,
and differing perspectives with the goal of identifying the underlying and precipitating
factors that account for what is being experienced by participants (Moustakas, 1994). To
help facilitate the process of imaginative variation, the researcher sought to address the
following question: how did participants’ lived experiences of this phenomenon come to
be? This section presents structural descriptions depicting the contextual influences and
experiences that shaped participants’ job interview experiences and self-presentation
tendencies.
The present study was grounded in a person-in-environment perspective, which
suggests that career development is influenced and constructed within environmental
systems such as family, culture, community, and other environments (Blustein et al.,
2002). Individuals develop in evolving historical and cultural contexts and in
sociocultural interactions and relationships, and a vast array of influences shape learning,
thinking, and behavior (Young & Collin, 2004). This perspective aligned well with the
findings of this study and provided a framework with which to conceptualize
participants’ lived experiences of the phenomenon. Data from participants provided clear
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evidence that sociocultural factors such as culture, gender, and family influenced their job
interview experiences and self-presentation tendencies. These sociocultural factors both
distinctly and jointly shaped participants lived experiences of the phenomenon.
The impact of sociocultural influences on participant lived experiences of job
interview self-presentation cannot be considered without also examining the environment
and sociopolitical climate. It is important to recognize that culture and gender are socially
constructed, and the environment and sociopolitical climate influence how these
sociocultural factors shape the lived experiences of participants. For example, all
participants described experiences of discrimination faced by Latinas and/or women
during job interviews and several participants shared how their experiences of
discrimination during job interviews impacted how they presented themselves during
subsequent interviews.
Data from participants also indicated that career development and related
experiences, such as participation in job interviews and career-related education and
training, influenced their job interview experiences and self-presentation tendencies. All
participants discussed how they learned from their various job interview experiences, and
several participants revealed that formal training opportunities in high school or college
(e.g., career education classes, mock job interviews) influenced their job interview
experiences and self-presentation tendencies. Participants also found that advice or
feedback from family members, peers, professors, mentors, employers, and other racialethnic minorities influenced how they present themselves during job interviews.
Additionally, several participants indicated that their role as interviewers with their job or
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student organizations facilitated self-reflection and learning which, in turn, shaped their
job interview self-presentation strategies.
Composite Description: Essence of the Phenomenon
Textural descriptions (transcendental-phenomenological reduction) and structural
descriptions (imaginative variation) were integrated to create a composite description
reflecting the meaning or essence of the phenomenon under study. The composite
description seeks to highlight the common experiences of participants’ and summarize
participants’ experience of the phenomenon. This section will provide a description of the
essence of job interview self-presentation among the Latina undergraduate college
students who participated in the study.
The Essence of Participant Job Interview Self-Presentation
Latina undergraduate college students in this sample recognize the importance of
balancing the use of modesty and self-promotion during job interview self-presentation;
however, despite this knowledge, participants tend to under-represent their experiences
and qualifications during job interviews, reflective of a modest self-presentation style.
When engaging in self-presentation during job interviews, participants present
“evidence” or “proof” to support their strengths and experiences in an effort to allow their
qualifications to “speak for themselves.” This strategy is sometimes utilized as a modesty
tactic, other times it is used to challenge bias or discrimination experienced during job
interviews.
Sociocultural factors (culture, gender, and family) and specific experiences
(career development and learning experiences, experiences of discrimination, and
experiences of positive and negative affect) influence participant self-presentation
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tendencies. Participants’ cultural background is an integral part of their identity and is
often perceived as a source of strength; however, culture can also contribute to unique
challenges or barriers for Latinas. The influence of culture, particularly cultural values
and norms, impacts how participants present themselves during job interviews.
Acculturation and racial-ethnic identity development also shape participants’ job
interview experiences and self-presentation tendencies. With regards to gender, Latinas in
this sample are aware of gender stereotypes and the ways in which women and men are
expected to present themselves. These perceived gender stereotypes and expectations
impact participants’ job interview self-presentation behaviors and experiences. Family is
another influence on participant self-presentation; family experiences and values are
often embedded in culture and intertwined with gender roles and expectations. These
sociocultural factors intersect in varying ways to shape participant job interview selfpresentation.
For these participants, job interview self-presentation is also transformed by
career development and learning opportunities including direct learning via participation
in job interviews, formal training opportunities, and advice from family members, peers,
professors, mentors, employers, and other racial-ethnic minorities. The environment and
sociopolitical climate influence how sociocultural factors and experiences shape
participants’ job interview experiences and self-presentation tendencies. Latinas possess
multiple minority identities on the basis of their race-ethnicity and gender; this can make
them more susceptible to experiences of discrimination during job interviews.
Experiences of discrimination impact participants’ self-presentation tendencies,
prompting them to consider concealing their racial-ethnic background and/or motivating
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them to emphasize their strengths during job interviews to compensate for bias and
discrimination.
Conclusion
This chapter outlined the findings of the study by presenting textural and
structural descriptions depicting the participants’ lived experiences of job interview selfpresentation. A composite description was also presented in an effort to synthesize
textural and structural descriptions and highlight the common experiences of job
interview self-presentation among Latina undergraduate college students in this sample.
The final chapter will provide a discussion of these findings in relation to past literature
and theory and will highlight implications and limitations of this study.
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CHAPTER 5: DISCUSSION
The purpose of this study was to explore the experiences of a sample of
undergraduate Latina college students during job interview self-presentation.
Specifically, the study sought to investigate participants’ job interview self-presentation
tendencies, the sociocultural factors that influence participants’ job interview experiences
and self-presentation tendencies, and whether participants experience any positive or
negative affect as they engage in self-presentation during job interviews. This chapter
will discuss the findings of this study in relation to past literature and theory. The chapter
will outline implications of the findings for the field of counseling psychology and
beyond and will identify limitations of the present study.
Self-Presentation Tendencies
In the context of a job interview, modest self-presentation is defined as “the
under-representation of one’s positive traits, contributions, expectations, or
accomplishments” (Cialdini & DeNicholas, 1989, p. 626). In contrast, self-promotion
involves “pointing with pride to one’s accomplishments, speaking directly about one’s
strengths and talents, and making internal rather than external attributions for
achievements” (Rudman, 1998, p. 629). The findings of this study suggest that, while
Latina undergraduate college students in this sample recognize the importance of
balancing the use of modesty and self-promotion during job interview self-presentation,
they tend to present themselves more modestly during job interviews by underrepresenting their experiences and qualifications. This finding is not surprising when
considered in light of previous research, which indicates that women in the U.S. tend to
under-represent their qualifications, strengths, and professional accomplishments, a
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tendency known as the “feminine modesty effect” (Budworth & Mann, 2010; Gould &
Slone, 1982; Berg et al., 1981). Furthermore, emerging research has begun to suggest that
self-presentation tendencies may differ across cultures (Sandal et al., 2014), with some
cultures placing a greater value on modesty (e.g., East Asian and Scandinavian cultures),
while other cultures tend to value self-promotion, assertiveness, and independence (e.g.,
U.S. and Canada; Paulhaus et al., 2013; Chen et al., 2009; Elliot et al., 2001; Xin & Tsui,
1996). Previous studies suggest that collectivistic cultures may be more likely to embrace
the value of modesty as a way to promote group solidarity and intergroup harmony, while
individualistic cultures may be more likely to value self-promotion, which aligns more
with independence and self-reliance (Paulhus et al., 2013; Dabul et al., 1997). The
findings of the present study support the notion that women and individuals from some
cultural backgrounds may be more likely to present themselves modestly during job
interview self-presentation. The norms and values of the Latinx culture, such as higher
levels of in-group collectivism, greater acceptance of hierarchal power distance, simpatía
(relational harmony), familismo (importance of family), and traditional gender roles
(Guerrero & Posthuma, 2014), may contribute to participants’ propensity to engage in
modesty as opposed to self-promotion during job interviews.
The findings from the present study also indicated that, when speaking to their
strengths and qualifications during job interviews, Latina undergraduate college students
in this sample tended to present “evidence” or “proof” to support their strengths and
qualifications. Participants provided this evidence or proof to allow their experiences and
qualifications to “speak for themselves.” Some participants utilized this self-presentation
strategy so that interviewers could infer their strengths and qualifications and they could
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avoid speaking directly about their qualifications and experiences during job interviews
(a modest self-presentation tactic); however, other participants utilized this strategy to
highlight concrete examples of their strengths and qualifications in an effort to challenge
any biases, stereotypes, or discrimination that may influence perceptions of whether they
are qualified for the job. These findings appear to lend support to the notion that both
culture and gender shape the self-presentation strategies of Latinas.
Sociocultural Factors Influencing Self-Presentation
The findings of this study suggest that a number of sociocultural factors such as
culture, gender, and family may impact the job interview experiences and selfpresentation tendencies of Latina undergraduate college students.
Culture
The present study suggests that culture may be a major influence on the job
interview experiences and self-presentation tendencies of Latina undergraduate college
students. Results indicate that participants’ cultural identity influences the information
they choose to share about themselves during a job interview, and cultural values and
norms impact how they present themselves during interviews. This cultural identity and
background can also facilitate the development of cultural strengths and skills (e.g.,
Spanish language skills) that can help set participants apart from other candidates during
job interviews and/or contribute to unique challenges and barriers (e.g., acculturative
stress, experiences of discrimination). This is the first study to explore the ways in which
sociocultural factors such as culture influence the job interview experiences and selfpresentation tendencies of Latinas in the U.S. The findings of this study lend support to
the notion that culture influences job interview experiences and self-presentation
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tendencies. While research exploring the influence of culture on self-presentation is
limited, the few studies that do exist indicate that self-presentation tendencies vary across
cultures. For example, a study by Sandal and colleagues (2014) found that cross-cultural
differences existed on job interview self-presentation tactics (i.e., assertiveness,
individual excellence, accommodation, pointing out obstacles) among a sample of
university students from ten countries (China, Germany, Ghana, Iran, Italy, Malaysia,
Norway, Russia, Turkey, U.S.).
The results of this study suggest that the influence of culture is not limited to the
impact of participants’ culture of origin or culture of ancestry but also includes the ways
in which the norms and values of the dominant U.S. culture have shaped their worldview.
These findings suggest that participants’ level of acculturation and racial-ethnic identity
development may impact job interview experiences and self-presentation tendencies.
These findings extend previous research examining the influence of acculturation and
racial-ethnic identity on Latinx career development. For example, a study by Mejia-Smith
and Gushue (2017) found that higher levels of acculturation to the U.S. mainstream
culture predicted Latinx college students’ level of career decision making self-efficacy
(the belief that one can complete specific tasks related to making a career decision) and
contributed to lower levels of perceived career barriers. The study also found that a
positive racial-ethnic identity among Latinx college students directly influenced their
beliefs in their ability to accomplish career-related tasks (Mejia-Smith & Gushue, 2017).
Additionally, a study by Soto and Shaver (1982) found that second-generation Puerto
Rican Americans who were more acculturated to mainstream U.S. culture were more
egalitarian (less traditional) in terms of gender roles and more assertive in communication
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styles than first-generation Puerto Rican Americans. Taken together, these studies
suggest that Latinas’ level of acculturation and racial-ethnic identity development impact
career development and also indicate that cultural factors intersect with other identities,
such as gender, to shape Latinas’ experiences and worldviews. The influence of gender
will be discussed next.
Gender
Gender was another factor that influenced the job interview experiences and selfpresentation tendencies of Latina undergraduate college students in this sample. The
findings suggested that participants have heard direct and indirect messages
communicating that men and women are supposed to present themselves in traditionally
masculine and feminine ways, respectively. This finding is not surprising when
considered in light of extant research and literature on gender socialization in the U.S.
Traditional American gender norms stipulate that girls and women should be kind,
helpful, caring, polite, selfless, nurturing, sensitive, and modest (Smith & Huntoon, 2014;
Amanatullah & Morris, 2010; Budworth & Mann, 2010). In contrast, boys and men are
encouraged to be tough, independent, assertive, ambitious, confident, and dominant
(Janoff-Bulman & Wade, 1996). These examples from the literature are reflective of the
ways in which participants in this study perceived women and men were expected to
present themselves during job interviews. The impact of gender may be particularly
salient for Latinas given the cultural values (e.g., marianismo, simpatía, respeto) and
traditional gender roles typically held within the Latinx culture, which suggest that
women should be modest, subordinate to others, and self-silencing (Miville, Mendez, &
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Louie, 2017; Piña-Watson et al., 2014). The intersection of culture and gender will be
discussed further in a later section.
Previous literature has identified that gender socialization contributes to
differences in the self-presentation styles of women and men (Budworth & Mann, 2010).
Although self-promotion may be an expectation for applicants during job interviews in
the United States, research indicates that the act of self-promotion aligns more with
traditional masculine gender norms; whereas, acts of modesty and/or sharing credit with
others align more with traditional feminine gender norms (Wosinska et al., 1996; Miller
et al., 1992). Results of the present study provide support for this “feminine modesty
effect,” given that all participants were found to utilize a modest self-presentation style.
The lived experiences of participants also provided support that gender norms impact
self-presentation. A job applicant’s gender may influence how self-presentation is
perceived and, thus, its effectiveness as an impression management tactic (see Budworth
& Mann, 2010; Smith & Huntoon, 2014; Amanatullah & Morris, 2010; Rudman, 1998;
Miller et al., 1992; Rudman & Glick, 1999). For example, participants found that when
they did not adhere to traditional feminine norms of modesty and instead engaged in selfpromotion, they were sometimes met with disapproval. This finding is consistent with
previous research that has found that women may suffer from a “backlash effect” in
which self-promotion behaviors increase perceptions of their competence and
qualifications at the cost of decreased social acceptance and likeability. For example, a
study by Rudman (1998) examined the costs and benefits of self-promotion for women.
Results indicated that women who engaged in self-promotion were perceived as more
competent than women who did not self-promote. However, women who engaged in self-
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promotion were also perceived as less socially attractive and, therefore, less likely to be
hired than self-promoting men (Rudman, 1998). A study by Rudman and Glick (1999)
found similar results, that female job applicants who promoted their qualifications during
a job interview were viewed as more competent but less socially skilled (i.e.,
“interpersonally deficient”), which resulted in perceptions that they were not qualified for
management positions.
Despite hearing direct and indirect messages communicating that men and women
are supposed to present themselves in traditionally masculine and feminine ways, the
participants in this study felt compelled to present themselves as strong and competent
women who do not reflect stereotypical, gendered portrayals of women and/or Latinas.
These participants appeared to be reacting to stereotype threat (concerns that they will
confirm a negative stereotype about their group). Previous research by Deemer and
colleagues (2014) has explored the influence of stereotype threat on the career
development of female undergraduate students considering careers in science. Findings
of the study suggested that stereotype threat in educational settings such as science
laboratory classrooms may be a barrier for women entering science-related career fields
(Deemer et al., 2014). While findings from this study did not indicate that stereotype
threat is a barrier for Latinas in this sample, the results do suggest that stereotype threat
impacts how participants present themselves during job interviews.
Family
Family, particularly family values, experiences, and expectations, were also found
to shape the job interview experiences and self-presentation tendencies of Latinas in this
study. These findings are not surprising when considered in light of extant literature
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which highlights the role that family plays in Latinx culture. This value of family is
reflected in the cultural tenet of familismo, which represents a strong identification with
and attachment to nuclear and extended families (Piña-Watson et al., 2014). Previous
research has underscored the ways in which familismo influences the career development
of Latinx students. For example, studies by Martinez (2013) and Hernández (2015) found
that the cultural value of familismo and related factors (proximity to home, ability to
give/receive family support, opportunities available to provide a better life for family)
were major influences on the college choice of Latinx high school seniors and
undergraduate students. Findings from the present study suggest that the influence of
family may impact how participants present themselves during job interviews. Results
indicated that participants may feel compelled to represent themselves well in order to
demonstrate gratitude to their family, particularly parents and/or grandparents, for all of
the hard work and sacrifices made to support them or provide access to greater
opportunities, such as higher education. Results of the present study also indicated that
Latinas in this sample have received messages from family regarding how they should
present themselves during job interviews. Often these messages reflected how family
values were embedded in culture and intertwined with gender. The intersection of culture,
gender, and family will be discussed further in the next section.
Intersection of Culture, Gender, and Family
While culture, gender, and family each distinctly impacted the job interview
experiences and self-presentation tendencies of Latinas in this sample, the findings of this
study suggest that these sociocultural factors also intersect in varying ways to shape
participants’ lived experiences of job interview self-presentation. This finding is
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consistent with previous research indicating that culture and gender or gender and family
intersect to influence the career development process and self-presentation behaviors of
individuals. For example, research by Crittenden (1991) and Dabul and colleagues (1997)
found that the intersection of culture and gender shaped the self-presentation tendencies
and experiences individuals. Crittenden (1991) found that Taiwanese women were more
self-effacing (attributing their success to external factors and their failures to internal
factors) than Taiwanese men and more external (attributing success or positive events to
external sources) and self-effacing than American women. Dabul and colleagues (1997)
found that Polish men and women and American women received more positive rewards
after making a highly modest self-presentation; whereas, American men received more
positive rewards after making a less modest (self-promoting) self-presentation (Dabul et
al., 1997). Other studies have examined the ways in which gender and family intersect to
shape career development. Results of these studies suggest that gender role socialization
within the family and other significant events throughout the lifespan (e.g., birth of
children) influence the career development, career decision-making, and work-related
behaviors of girls and women (Lawson et al., 2015; Fiebig & Beauregard, 2010; Barak et
al., 1991). Taken together, these findings suggest that culture, gender, and family
intersect in various ways to influence the job interview self-presentation tendencies and
experiences of individuals.
Job Interview Experiences
The findings from the present study suggest that participants’ job interview
experiences, such as career development opportunities and experiences, experiences of
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discrimination, and experiences of positive or negative affect may also shape their selfpresentation tendencies.
Career Development Opportunities and Experiences
The findings of this study indicate that career development opportunities and
experiences influenced the job interview experiences and self-presentation tendencies of
Latinas in this sample. Results suggest that participants learn from experience with job
interviews; this learning, in turn, shapes how they prepare for and present themselves
during future interviews. Other career development opportunities and experiences such as
formal education or training in high school or college (e.g., career education classes,
mock job interviews) also influence participants’ job interview experiences and selfpresentation tendencies. Additionally, advice or feedback from family members, peers,
professors, mentors, employers, and other racial-ethnic minorities shape how participants
present themselves during job interviews. These findings are consistent with previous
research, which suggests that learning experiences influence elements of career
development, such as career self-efficacy beliefs (e.g., Williams & Subich, 2006).
However, these findings extend the literature by indicating that learning experiences may
also influence the job interview experiences and self-presentation tendencies of Latinas.
Experiences of Discrimination
In the U.S. it is not uncommon for women and racial-ethnic minorities to
experience discrimination on the basis of their minority status(es). Previous research has
indicated that women experience higher levels of workplace discrimination than men
(Schneer & Reitman, 1995; Corzine et al., 1994). Research has also identified that
discrimination on the basis of race-ethnicity is a barrier to the academic and career
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development of both Latinx high school students (McWhirter, Valdez, & Caban, 2013)
and adults (Hernández & Morales, 1999). The results of the present study are consistent
with these findings. Results indicate that Latinas in this sample experienced
discrimination during job interviews on the basis of their racial-ethnic and gender
identities. The results highlight the multiple minority status of Latinas based on the
intersection of their racial-ethnic background and gender identity. Findings from this
study also suggest that participants’ experiences of discrimination influence how they
present themselves during job interviews. For example, some participants may think
twice before identifying their racial-ethnic background during the hiring process.
Participants may also feel compelled to emphasize their strengths during job interviews to
compensate for bias or discrimination based on their racial-ethnic and/or gender
identities. In the present study, data was collected during the winter of 2018. This was a
time of great political divide in the U.S.; strife related to politics, race, and immigration
were prevalent themes in politics and the national media. This was also a time when some
individuals and/or groups became more vocal and overt in communicating messages of
discrimination and intolerance. It is important to consider this climate when seeking to
understand participant lived experiences of this phenomenon, particularly participant
accounts of experiences with discrimination during job interviews.
While all participants described experiences of discrimination faced by Latinas
and/or women during job interviews, three participants reported that they have not
personally experienced discrimination during job interviews. Several of these participants
indicated that they may have experienced discrimination that was beyond their
awareness. While it is possible that these participants have not experienced
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discrimination during job interviews, it is also possible that they have experienced
discrimination that was beyond their awareness due to their level of racial-ethnic identity
development, which would be consistent with the findings of this study as well as
previous research (e.g., Mejia-Smith & Gushue, 2017).
Experiences of Positive or Negative Affect
Prior research suggests that women may experience negative affect when
engaging in job interview self-presentation. For example, research by Smith and Huntoon
(2014) suggests that women who violate feminine modesty norms and engage in selfpromotion may experience psychological distress and/or situational arousal (e.g.,
discomfort, anxiety, fear, nervousness) triggered by behaving in ways that do not align
with traditional feminine norms. Based on extant literature, the researcher anticipated that
Latinas in this study may experience negative affect when engaging in job interview selfpresentation and identified a corresponding research subquestion (RQ4: Do Latina
undergraduate college students experience any positive or negative affect as they engage
in self-presentation during job interviews?) and related research interview probes (e.g.,
What was it like for you to talk about your strengths, experiences, and achievements
during the mock job interview? What thoughts went through your mind? What feelings
did you experience?). Participant experiences of positive or negative affect was not found
to be a predominant theme in the present study; however, results indicated that Latinas
experience both positive affect (confidence) and negative affect (nervousness,
awkwardness, distress) during job interviews. Participants with higher levels of previous
job interview experience reported more confidence; whereas, participants with less
experience indicated more nervousness. Triggers for nervousness, awkwardness, and
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distress also included participant experiences of acculturative stress and/or
discrimination. While previous studies found that women experienced psychological
distress and situational arousal triggered by engaging in self-promotion and violating
feminine modesty norms, this did not emerge as a finding in the present study. While it is
plausible that situational arousal may contribute to Latinas’ feelings of discomfort during
job interview self-presentation, this is an area requiring further research.
Conceptual Framework: The Theoretical Model of Latina Career Development
In seeking to understand how culture, gender, and family interact with career
development opportunities and other experiences to shape participants’ job interview
experiences and self-presentation tendencies, it can be useful to utilize a conceptual
framework such as the Theoretical Model of Latina Career Development (Gomez et al.,
2001). This model illustrates how various personal, cultural, contextual, and
sociopolitical factors intersect to influence the career development of Latinas. The model
suggests that Latinas’ career development is influenced by four major constructs: (1) the
self, which includes personal characteristics, life purpose, ethnic identity, gender identity,
life philosophy, and life roles; (2) cultural, familial, and personal background variables,
which reflect cultural values, gender role socialization, familism, and familial career
aspirations; (3) the immediate context including challenges, opportunities, social
supports, coping skills, and managing work and family; and (4) current sociopolitical
conditions reflective of Latina subgroup experiences as well as sociopolitical movements.
The model suggests that Latinas’ career-life path is created by the interaction of the four
major constructs. The underlying assumptions of this model suggest that culture, gender,
and family, in combination with a number of other sociocultural and contextual variables,
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shape the career development of Latinas (Gomez et al., 2001). The findings of the present
study align with the tenets of the Theoretical Model of Latina Career Development and
suggest that the model has utility in seeking to understand the job interview experiences
and self-presentation tendencies of Latinas.
Conceptual Framework: Social Cognitive Career Theory (SCCT)
Social Cognitive Career Theory (SCCT) may be another useful framework to
assist in conceptualizing the job interview experiences and self-presentation tendencies of
Latinas in this sample. Previous studies have utilized SCCT to examine the influence of
personal and contextual factors on Latinx career development. For example, research by
Ojeda and Flores (2008) indicated that personal and contextual factors, such as gender,
generation level, parent education level, and perceived educational barriers, influence the
educational aspirations of Latinx high school students. Another study by Flores, Navarro,
and DeWitz (2008) found a positive relationship between Anglo-orientation and
educational expectations and aspirations among Latinx high school students. Research by
Gushue (2006) found that ethnic identity had a direct positive relationship with career
decision-making self-efficacy among a sample of ninth grade Latinx students. Finally, a
study by Flores and colleagues (2010) found that contextual variables (acculturation,
familism, instrumentality, and expressivity) influenced the self-efficacy of Mexican
American undergraduate college students across Holland RIASEC (Realistic,
Investigative, Artistic, Social, Enterprising, Conventional) types.
Previous research utilizing an SCCT perspective has also indicated that personal,
contextual, and behavioral variables influence women’s career development. For
example, research by Williams and Subich (2006) suggested that gender socialization
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contributes to differential learning experiences for men and women which, in turn,
influences career self-efficacy beliefs. Another study by Yeagley, Subich, and Tokar
(2010) found that women’s self-efficacy beliefs and outcome expectations influenced the
development of interests and goals for jobs in leadership. Several studies also utilized
SCCT to examine potential career-related barriers that women may face in the STEM
(science, technology, engineering, math) fields, such as experiences of stereotype threat
(Deemer et al., 2014) and lower perceptions of support (Hardin & Longhurst, 2016).
Similarly, research with SCCT has found that women who persisted in engineering fields
perceived higher levels of workplace support and occupational commitment compared to
women who left the field (Fouad et al., 2016), and womens’ interests and intended
persistence in engineering was mediated by satisfaction (Lent et al., 2013). These
findings indicate that SCCT may also be a useful framework to conceptualize the
influence of personal and contextual factors on the job interview experiences and selfpresentation tendencies of Latinas. While the previous sections have discussed the
findings of this study in relation to past literature and theory, the remainder of this
chapter will outline implications of these findings and will identify limitations of the
present study.
Implications
This is the first study to explore the job interview self-presentation tendencies and
experiences of Latinas in the U.S. The present study makes a major contribution to the
literature in this area by identifying that Latina undergraduate college students in this
sample demonstrate a propensity to engage in modest self-presentation during job
interviews. Additionally, findings suggest that sociocultural factors (culture, gender,
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family) and specific experiences (career development and learning experiences,
experiences of discrimination, experiences of positive and negative affect) may influence
the job interview self-presentation tendencies and experiences of Latinas. It is important
to understand these tendencies given their potential impact on how Latinas may be
perceived during job interviews. Previous research indicates that the use of selfpromotion during job interviews is positively correlated with impressions of job applicant
competence and job interview performance and selection (Paulhus et al., 2013; Swider et
al., 2011; Higgins & Judge, 2004; Higgins et al., 2003). The use of modesty has been
found to increase a job applicant’s likability but adversely impacts the applicant’s
perceived competence (Giacalone & Riordan, 1999). Individuals who engage in modest
self-presentation may risk failing to communicate the strengths and achievements that
make them a qualified applicant for the job, which can result in loss of employment
opportunities. Modest self-presentation may impact other areas of career development as
well; individuals who present themselves modestly in career-related contexts may face
specific career barriers such as lower compensation and fewer opportunities for
professional advancement (Derous, 2017; Paulhus et al., 2013; Schmid Mast et al., 2011).
Latinas may be particularly likely to demonstrate modest self-presentation tendencies
given the cultural values and traditional gender roles (e.g., marianismo, simpatía, respeto)
typically held within the Latinx culture. Modest self-presentation tendencies may
contribute to career-related barriers for Latinas in terms of employment opportunities and
outcomes, salary negotiation, and professional advancement.
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Implications for Research
It is important to understand the self-presentation tendencies of Latinas given that
these tendencies may impact how Latinas are perceived during job interviews. It is the
researcher’s hope that the findings of this study will call attention to the need for further
research exploring how race, ethnicity, and culture intersect with other sociocultural
factors like gender to influence career-related self-presentation. This is the first study to
explore the job interview experiences and self-presentation tendencies of Latinas in the
U.S. Future research is needed to continue to explore Latinas’ job interview experiences
and self-presentation tendencies to support and expand the findings of the present study.
Future research should continue to explore the ways in which sociocultural factors
(culture, gender, family) and experiences (career development, learning opportunities,
experiences of discrimination) shape the self-presentation tendencies of Latinas. While
this study explored the self-presentation tendencies and experiences of undergraduate
Latinas, future studies should explore this phenomenon with other Latina samples at
various stages of career development including Latinas with more experience in the
workforce and/or more experience with job interviews. Future studies should also explore
the ways in which sociocultural factors influence the job interview experiences and selfpresentation tendencies of other racial-ethnic minorities in the U.S. While additional
qualitative research is important given the limited literature in this area, this line of
research would also benefit from quantitative research examining the relationships
between sociocultural factors and job interview self-presentation.
While previous research has begun to explore how gender influences selfpresentation tendencies, it may be beneficial for future research to examine whether
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elements of career development (e.g., career-choice) are related to self-presentation
behaviors. For example, it would be interesting to explore whether women who choose
traditionally male careers (e.g., in STEM: science, technology, engineering, math) are
more likely to demonstrate traditionally masculine self-presentation behaviors (selfpromotion) versus traditionally feminine self-presentation tendencies (modesty). Finally,
it may also be useful to explore whether situational arousal (see Smith & Huntoon, 2014)
accounts for some of the negative affect (nervousness, discomfort) experienced by
Latinas during self-presentation.
Implications for Practice
Given that this is the first study to explore the job interview experiences and selfpresentation tendencies of Latinas in the U.S., it is premature to provide implications for
practice based on the findings this study. Additional research is required to provide
support for these results and expand the research in this area. However, the findings of
this study provide important information regarding how sociocultural factors such as
culture, gender, and family and experiences like career development opportunities,
learning, and experiences of discrimination may shape the self-presentation tendencies
and job interview experiences of Latinas. These findings highlight important
considerations for psychologists seeking to understand the factors that may influence
Latina job interview experiences and self-presentation tendencies. It is the researcher’s
hope that these findings, in conjunction with future research, can inform vocational
counseling interventions and career-related outreach and psychoeducation for Latinas and
possibly other women and/or racial-ethnic minorities who may be more likely to
demonstrate modest self-presentation behaviors during job interviews. These findings
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indicate that job interview education, training, and coaching may be useful for Latina
undergraduate students to help them feel more prepared to engage in job interview selfpresentation. The results also reinforce that Latinas may experience microaggressions and
discrimination during job interviews. Psychologists should be prepared validate and
support Latina clients who disclose these experiences during therapy.
Limitations
The present study had multiple limitations. First, the findings of this study are not
generalizable to all Latinas due to the qualitative nature of the research and the small
sample size. The specific sample contributed to limitations in the study. All of the
participants except one indicated that Mexico was their country of ancestry. While most
of the participants shared the same country of ancestry and likely held common cultural
values and similar experiences with gender role socialization, there are also many within
group differences. For example, Latinas living in the U.S. may have very different
backgrounds and experiences in terms of how long they or their families have resided in
the U.S. and their level of acculturation. Latinas also vary with regards to their level of
racial-ethnic identity development. This diversity among Latinas contributes to within
group cultural differences that may differentially influence Latinas’ self-presentation
tendencies and experiences. Participants’ level of career development (undergraduate
college students) and typical job type (campus/student jobs, entry level positions, parttime work) also likely impacted the results of this study. Job interview tendencies and
experiences may vary among Latinas at differing levels of career development or with
greater work and/or job interview experience. Additionally, it is important to consider
what factors influenced Latinas’ propensity to participate in this research and what
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impact this may have had on the results. For example, if undergraduate Latinas with more
job interview experience were more likely to participate in the study, then they may have
demonstrated different self-presentation tendencies than undergraduate Latinas with less
job interview experience.
The present study explored the phenomenon of job interview self-presentation
from participant perspectives. Exploration of the phenomenon relied, at least in part, on
participants’ ability to communicate their lived experiences of the phenomenon.
Therefore, if portions of participants’ lived experience are outside of their conscious
awareness, it can be difficult to capture the complete essence of the phenomenon. This
challenge may be particularly salient given the constructs under study; the intersection of
sociocultural factors (culture, gender, family) is complex and some participants may have
had limited awareness regarding how their cultural values, gender role socialization,
and/or family have influenced their job interview self-presentation tendencies and
experiences.
The study’s procedures contributed to further limitations. The study utilized mock
job interviews to facilitate an opportunity for the researcher to observe how Latina
undergraduates present themselves during job interviews. While this method provided the
researcher access to data regarding undergraduate Latina’s self-presentation tendencies,
the job interview was simulated and may not be fully representative of the ways in which
Latinas present themselves during real job interviews. Furthermore, literature suggests
that self-presentation varies by context. An African American female graduate student
lead the mock job interviews; interactions with this interviewer may have elicited
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different self-presentation behaviors from Latina participants than if the interviewer were
male, of Latinx descent, or a member of another racial-ethnic group.
Finally, the researcher’s involvement in the collection, analysis, and interpretation
of the data is a limitation of the study. A qualitative phenomenological approach utilizes
the researcher as a primary instrument in the research process. The researcher engaged in
bracketing to help identify her own personal experiences, worldviews, and biases related
to job interview self-presentation, gender, and the Latinx culture in a deliberate attempt to
separate these views and biases from the collection, analysis, and interpretation of data.
However, fully removing the researcher’s personal views and biases from interpretations
made from the findings of the study is not realistic and is a limitation of this study.
Finally, while the researcher employed various procedures (bracketing, triangulation of
data, external auditing, qualitative research quality guidelines) to ensure validity and
reliability, the study did not utilize member-checking as an additional source of validity
and reliability, which is a limitation of the study.
Conclusion
The purpose of this study was to explore the experiences of a sample of
undergraduate Latina college students during job interview self-presentation. The
findings of this study make a major contribution to the literature on career-related selfpresentation by identifying that Latina undergraduate college students in this sample
demonstrate a propensity to engage in modest self-presentation during job interviews and
that sociocultural factors (culture, gender, family) and specific experiences (career
development and learning experiences, experiences of discrimination, experiences of
positive and negative affect) influence the self-presentation tendencies and experiences of

134
participants. It is the researcher’s hope that the findings of this study will highlight the
need for further research exploring how race, ethnicity, and culture intersect with other
sociocultural factors to influence career-related self-presentation.
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APPENDIX A: THEORETICAL MODEL OF THE
CAREER DEVELOPMENT OF LATINAS
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APPENDIX C: VOCATIONAL COUNSELING & PSYCHOTHERAPY
RESOURCE LIST FOR PARTICIPANTS
Vocational Counseling & Psychotherapy Resources
Career Services
Nebraska City Campus Union, Room 225
Walk-in appointments available Monday-Friday 10:00 a.m. - 4:00 p.m. or call 402-4723145 to set-up an appointment.
Counseling & Psychological Services
UNL Health Center, Room 213
(402) 472-7450
Individual therapy, support groups, therapy groups
Students who have paid current UNL student fees receive their first 4 counseling sessions
for no charge.
Counseling & School Psychology Clinic
Teachers College Hall, Room 49
(402) 472-1152
Individual Therapy
Current UNL students are eligible for counseling at no charge.
Women’s Center
Nebraska City Campus Union, Room 338
(402) 472-9428
Individual Therapy, Support Groups
Current UNL students are eligible for counseling at no charge.
Latina Discussion Group
Hosted by Counseling & Psychological Services and the Women’s Center
Thursdays 12:00 - 1:00 p.m.
Nebraska City Campus Union, Room 338
Contact Belinda at 402-472-7450 for more information.
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APPENDIX D: DEMOGRAPHIC QUESTIONNAIRE
Demographic & Background Questionnaire

Please complete the following demographic and background information.

Age: __________________

Year in School: _______________________________

Major:
_____________________________________________________________________________
Anticipated Graduation Date: _____________________________________________________
Gender: ______________________________________________________________________
Race/Ethnicity: ________________________________________________________________
Country (or Countries) of Ancestry: ________________________________________________
Are you a first generation college student?

Yes

No

How many job interviews have you participated in over your lifetime? ____________________
Optional: What pseudonym (fake name) would you like the researcher to utilize for you?
______________________________________________________________________________
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APPENDIX E: ROLE INDUCTION SCRIPT FOR MOCK JOB INTERVIEW
If participant has a specific major/field of study:
Imagine that you are applying for a prestigious internship in _______
(major/field of study). This internship is a great opportunity in _______
(major/field of study), and it also pays very well and offers some other
great perks like tuition assistance and employment opportunities after
graduation. The internship process is highly competitive and highly
selective. Only one student is selected for this internship each year. You
are very excited about this opportunity. Imagine that today you are
interviewing for this internship. You want to do your best on this job
interview because you really want this internship.
[Repeat role induction script]
Do you have any questions for me?
I will now introduce you to the interviewer.
If participant is undeclared in their major/field of study:
Imagine that you are applying for a prestigious internship related to your
area of career interest. This internship is a great opportunity to explore
your career interests, and it also pays very well and offers some other great
perks like tuition assistance and employment opportunities after
graduation. The internship process is highly competitive and highly
selective. Only one student is selected for this internship each year. You
are very excited about this opportunity. Imagine that today you are
interviewing for this internship. You want to do your best on this job
interview because you really want this internship.
[Repeat role induction script]
Do you have any questions for me?
I will now introduce you to the interviewer.
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APPENDIX F: INTERVIEW PROTOCOL FOR MOCK JOB INTERVIEW
Mock Job Interview Script & Protocol
Hi. My name is _____________ (interviewer name). Thank you for your interest in this
prestigious internship. I’m going to ask you some questions to learn more about whether
you would be a good fit with our internship program.
1. Tell me a little about yourself.
2. Tell me about your past work experiences.
3. Why do you think you would be a good candidate for this internship?
4. What is your greatest strength?
5. What is your greatest weakness?
6. What is an accomplishment that you are proud of?
7. Is there anything else that you would like to share about yourself or your
accomplishments?
Thank you for your time today.
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APPENDIX G: INTERVIEW PROTOCOL FOR RESEARCH INTERVIEW
Semi-Structured Research Interview Protocol
1. (A) What was the mock job interview like for you?
(B) Have you felt similarly during other job interviews?
Potential Probes:
● How realistic did the mock job interview feel to you?
● What was it like for you to talk about your strengths, experiences, and
achievements during the mock job interview?
o What thoughts went through your mind?
o What feelings did you experience?
▪ Have you felt this way before when talking about your strengths
and achievements?
▪ What are some things that you think contribute to you feeling
________?
● During the mock job interview, do you think you presented yourself similarly to
how you tend to present yourself in other job interviews?
2. Tell me about your cultural background.
Potential Probes:
● Follow-up regarding specific cultural factors (i.e., first generation college student,
immigration/generational status, etc.)
● How do you think elements of your cultural background influence your
experiences during job interviews?
o How do you see your ______ (specific multicultural identity) influencing
your experiences during job interviews?
● How do you think your cultural background influences how you present yourself
during job interviews?
3. Do you feel like there is a certain way that Latinas are expected to present (i.e., talk
about) their strengths and achievements during job interviews?
Potential Probes:
● How does your cultural background influence how you talk about your strengths
and achievements during job interviews?
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● Have you had experiences that make you feel like you should present yourself a
certain way because you are Latina?
4. Do you think there is a certain way that women are expected to present their strengths
and achievements compared to men?
Potential Probes:
● Have you heard messages regarding how you should present yourself since you
are a woman?
● Have you had experiences that make you feel like you should present yourself a
certain way since you are a woman?
● What do you think contributes to differences in expectations regarding how
women and men present themselves?
5. (A) How do you think you tend to present (i.e., talk about) your strengths and
achievements
during a job interview?
(B) Why do you think you tend to present yourself this way?
Potential Probes:
● Do you tend to promote or “sell” your strengths and qualifications to the
interviewer or do you tend to minimize or downplay your strengths and
accomplishments?
○ Do you think you tend to promote your strengths and achievements or
present yourself more modestly?
● Can you think of an example of a time when you ______________ [promoted or
under-represented] your strengths and achievements during a job interview?
● Are there times when you feel more comfortable promoting your strengths and
achievements or times when you feel it is more appropriate to present yourself
more modestly?
● How do you think individuals who promote their strengths and achievements are
perceived?
● How do you think individuals who present their strengths and achievements more
modestly are perceived?
6. What are some things that you think influence how you present your strengths and
achievements during a job interview?
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Potential Probes:
● Follow-up related to gender (being a woman), culture (being Latina), family
expectations, etc.
7. What messages have you heard from others or what impressions have you gotten
about the ways that you should or should not present your strengths and achievements
during job interviews?
Potential Probes:
● Have you had anyone give you advice or coaching regarding how to do well in
job interviews?
● Have you had any education, training, or coaching to help prepare you for job
interviews?
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APPENDIX H: EXCERPT FROM BRACKETING JOURNAL
The following is an excerpt from the researcher’s bracketing journal:
I have had mixed experiences with job interview self-presentation. As a woman who has
heard various messages regarding “appropriate” behaviors for women, at times I have
received direct or indirect messages that I should ascribe to traditional female gender
roles and norms. Other times I have been told to not allow traditional gender
roles/expectations to stifle my aspirations or goals. In the context of job interviews
specifically, in most instances I have felt comfortable promoting my strengths and
positive attributes, as I felt that it was appropriate (and expected) to promote myself in
this setting. I think it helped that my parents and others (mentors, etc.) helped coach me
regarding common interview questions and appropriate job interview responses. I think it
helped that I felt prepared and had often thought about my answers to some questions in
advance (i.e., what is your greatest strength), which in retrospect I believe made it easier
and more natural for me to engage in self-promotion during job interviews. However, at
other times I have also felt uncomfortable promoting myself. For example, there is one
instance I can vividly recall when I was at a graduate school interview and I refrained
from promoting my accomplishments. We were outside of the “official” interview
portion and were meeting other staff/faculty at the university and getting tours of various
facilities. One staff member posed a question to the group of interviewees and rather than
confidently promote my achievements I held back and didn’t share my professional
accomplishments. I felt uncomfortable in this situation - in retrospect I think I was caught
off guard by the question and elected to adhere to traditional feminine modesty norms. I
believe my discomfort stemmed from the sense of disequilibrium I felt - I thought I
should really share my accomplishments and be proud of what I have achieved, but I also
felt embarrassed and hesitate to share, which I think was reflective of feminine modesty
norms. In the end, I held back and did not share my accomplishments and later was
confused regarding why I didn’t confidently speak up. This is one of the situations that
sparked by interest in this area of research. Outside of the context of job interviews, I
think I am more likely to ascribe to traditional feminine modesty norms. It is almost like I
give myself a pass to promote myself during interviews because it is “expected” and
because I want to succeed, but then in other contexts - including other work contexts
when self-promotion might be helpful - I tend to be more modest. I tend to attribute
success to teamwork and/or colleagues and less to my own personal contributions, and I
am more likely to advocate for the needs of others above my own.
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APPENDIX I: MEANING UNITS & THEMES
The following table presents a complete list of the meaning units (subthemes) and
themes identified in the data; the table includes examples of significant statements from
participants to illustrate each subtheme.
MEANING UNITS & THEMES
INFLUENCES ON JOB INTERVIEW SELF-PRESENTATION EXPERIENCES
THEME: Cultural Influences
SUBTHEMES:
Influence of Culture

Impact of Acculturation

Culture as a Strength

PARTICIPANT QUOTE:
Camila: "I think it [my cultural
background] does impact how I talk
about myself because there's things I
choose to share in interviews, like that
I'm first-generation [born in the U.S.]
and that my mom was a single mother
because that's really important to me
and I know that's something that has
been a part of my life and just sharing
where I’m from and my culture is
important to me and I feel like it
impacts how I answer questions
because I feel more confident and
more willing to share."
Ana: "It is not very common in my
culture for an 18 year old to leave
their house. I have family in Mexico,
they are 20, 25, 28, they live with their
parents and the only reason you leave
your household is if you are
married...I'm breaking some of the
traditions...I’m studying, I’m getting a
career."

Camila: "In some interviews...they
have a whole section...about diversity
and culture and they want you to pull
examples so it was easy for me to pull
examples of how I've dealt with
people from different cultures because
I'm from diverse areas and so that was
helpful in that case."

PARTICIPANT QUOTE:
Rachael: "I take a lot of pride in
my culture and so when I talk
about myself I’m talking about my
culture, I’m talking about my
family, I’m talking about all of
those things that make me who I
am. So I do talk about where I
come from and who I am."

Aashir: "In Mexico when you are
doing an interview...it is strictly
professional, and here whenever I
am doing an interview they are
more friendly, so it is just a little
different because it makes you feel
a little more relaxed...but then at
the same time once I’m doing the
interview it’s like, 'okay, now I’m
in a professional setting...pop
[present in a professional way].'
There [in Mexico] they don’t
expect you to smile or be like ‘hi’
[in a peppy voice], and here you
have to be more friendly. If they
say ‘hi’ you have to be like ‘yeah’
like really excited. It is a big
difference."
Aashir: "I am really passionate
about my culture...I am a
Folklorico dancer, I am in a
multicultural sorority, I am in a
Mexican-American student
association, so I really try to
promote my culture because I feel
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Impact of Immigration
History/Status

Rachael: "I’m a DACA recipient. We
came here with a tourist VISA and
then at some point it expired so we
were here illegally. But through
DACA I’ve been able to gain work
opportunities, have a driver's license,
and just continue to further my
education and be able to live on my
own. So...I take a lot of pride in my
work and a lot of pride in everything
that I do just because I have been
granted an opportunity that not
everybody gets."

Language

Aashir: "In Spanish we don’t say
tú...here you just say you...and there
we have different tú or usted for
people you don’t know. So more
professional and just a matter of
respect. So at the beginning it was
really hard for me to think of how to
address a professor because I didn’t
have a word that said 'this is friendly'
and 'this is professional,' so that is
kind of hard because sometimes I feel
like I am being disrespectful and then
I’m like no that is just how it is
here...but my subconscious is like
‘girl, you are being disrespectful. Find
a different way to say it’.”

like it is a way of understanding
who I am and where I come from."
Karla: "I think that one
[immigration status] is going to be
the most difficult one [obstacle]
because I've looked at a lot of
internships and they are always
saying ‘not available for
sponsorship’; however, I do get a
sponsorship of at least one year
after the university, so I do get that
one year time to find a job here if I
want to get a job here. But I think
that’s going to be one of the
biggest obstacles knowing that I'm
not a citizen or a resident and they
are looking for somebody like that
just because they don't want to
sponsor them."
Ana: "I’ve always been told with
applications like ‘what are your
skills’ and the first thing...I always
say is 'I’m bilingual’.”

THEME: Gender Influences
SUBTHEMES:
Influence of Gender

PARTICIPANT QUOTE:
Aashir: "Being a woman effects it
[self-presentation]...because you really
have to prove that you have the
strengths, and even when you talk
about your weaknesses, you have to
be really sure about what you are
talking about...because you have to let
them see that you are strong in a
sense, I feel like in this setting [job
interviews] that you have to
prove...that you have the capacities to
do even more than what they think."

PARTICIPANT QUOTE:
Camila: "The way I dress I always
look out for, like when I first come
in for an interview I try not to wear
a skirt or a dress or anything
because I feel like it may be
portrayed as something different,
like what if my skirt is too low or
things of that nature, so I always
try to wear pants and I feel like that
has to do with the fact that I don't
want to be seen just for my gender,
I want to be seen as just an
individual not so much like ‘oh
she's a female, she’s wearing a
dress’ and things I shouldn't worry
about like are my heels too high or
is my make-up too much. It's just
harder to be female and as a
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Gender
Expectations/Stereotypes

Camila: "There's certain things I
wouldn't feel comfortable sharing
[during a job interview] because I'm a
female and just the fact that if I were
to say that [some statements] I feel
like they would look down upon me or
look at me different verses if I were a
male...If they asked me a question
about...how would you do with this
situation...just trying to leave
emotions out of it when I deal [with]
situations because usually women are
seen as having too much emotion to
deal with certain situations; whereas,
with men that's never taken into
consideration, like what if they get too
over emotional or get too angry at the
situation...which is [why] when I
answer questions like that I try to
focus on the fact that I wouldn't have a
emotions."

woman having an interview we just
have a lot more things to worry
about than just...‘what am I going
to wear'."
Rachael: "I feel like women are
told to be more polite and super
professional versus a guy can get
away with being somewhat either
cocky or flirty...really woo a
crowd. He can get away with that
versus if a girl does it, if she is
flirting or really trying to get the
position, in general females get
looked at differently."

THEME: Familial Influence
SUBTHEMES:
Influence of Family

PARTICIPANT QUOTE:
Rachael: "My parents definitely
influence the way I talk about myself.
They have always told me to take
pride in my work and excel in my
school and how important it is so it
can further myself and have a better
life than them."

Family Values

Ana: "In my family we're not ones to
be like ‘good job, you did this and
you're really good at this’ it’s more
like okay you have to do these things
because it's part of tradition and this is
your your role as a woman...and so
when they [interviewers] would ask
you ‘what are your strengths’ it’s like
'well, I don’t know, I really don’t
know.' So then that first interview it
kind of hits you it’s like, 'okay, start
thinking about what am I actually
good at'?"

PARTICIPANT QUOTE:
Aashir: "Whenever I present
myself I want to do it in the best
way possible so that they [family]
can see that I am really working
toward what I want and just
valuing what my family did for me.
So they can see I am doing this not
just because it will get me money
but more because it will be in a
way showing I’m grateful for what
my family has done."
Ana: "I didn't get here by
myself...if it wasn't for my parents
helping me with tuition, if it wasn't
for my professors giving me an
education, I wouldn't be here. It's
not a me thing. You helped me be
here so it's a we [collective] thing."

THEME: Learning and Experience
SUBTHEMES:
Learning from
Experience

PARTICIPANT QUOTE:
Ana: [Regarding her first job
interview] “I was like, I don’t know

PARTICIPANT QUOTE:
Susan: “I have started to catch the
general [job interview] questions
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Formal Job Interview or
Career Training

Advice or Feedback
from Others

what to wear...and [for that first
interview] I got denied...and [I
thought] wow, I could have done this
better, I could have answered this
better. So when you go to your second
interview, you’re like ‘okay, I’m
going to do this and I’m going to say
this.’...it’s like, ‘okay, start thinking
about what am I actually good at’...but
then after the second interview it was
like ‘I noticed that my teacher said
that I was good at this, so maybe I’ll
say that,’ and then they ask you for an
example and then you’re like ‘oh
gosh, I don’t know an example’ and
then the next time that you’re out of
the interview you start paying
attention and you’re like ‘okay, I
know this is one of my strengths and
this is an example’ and then that third
interview you’re like ‘I got this’.”
Karla: [With regards to her
participation in a mock job interview
during a career education class at her
university] “I think it [mock job
interview] was very helpful just
because that was my first mock
interview and it made me think about
future interviews and how I should
address those [interview]
questions...because I know that is
something that I’m going to be doing
when I go on graduate school
interviews.”
Ana: “I did go talk to one of my
mentors and I was like ‘what am I
good at?’ And they were like, ‘well,
you know, you are good at this...you
are good at helping people...you are a
problem solver.’ And I was like,
‘okay, how do I solve problems?’ And
then when I came to the interview I
just thought about...those things they
had told me and applied it to the job I
was interviewing for.”

here and there. Like, why would
you like to work with our
company? What makes you a good
fit here? So those [interview
questions] have gotten pretty easy
[to answer].”

Susan: [Regarding an annual
résumé and work portfolio review
with faculty in her program] “I
remember my first portfolio review
I was like ‘oh, no.’ But from then
to this semester I think I have
gotten a lot better and I think that
has contributed to that [increased]
confidence.”

Camila: “There’s...words
that...other professionals have
given me when I was supposed to
interview for a certain job...to use
words like effective, motivated,
things like that...and to be
confident with my answers. Make
complete sentences...to take breaks
when I need to, to pause and think
about it and not to just rush through
my answers.”

THEME: Experiences with Discrimination
SUBTHEMES:
Experiences of
Discrimination/Microaggressions

PARTICIPANT QUOTE:
Camila: "I have had group job
interviews and...the supervisors asked
different questions and my questions
are usually framed around diversity,
and they would stress to me how
much I was diverse and culture and
things like that. So it would always
frame around that [culture/diversity]

PARTICIPANT QUOTE:
Aashir: "I think it is like
microaggressions...the way they
talk to you, kind of trying to
explain the questions a little bit too
much. Emphasizing a lot in your
culture and focusing more on your
culture than your actual job...it
makes me feel a little awkward,
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which I think is great but it should
also be a part of the other candidates'
[job interview] even though I’m the
only Hispanic in the room."

Token Female/Token
Minority

Assumptions/Stereotypes

Perceptions of Not
Experiencing
Discrimination

Aashir: "I feel like they [male job
interviewers] see women as weak...so
whenever you are presenting yourself
in a setting that is male,
predominantly men, you have to prove
that you are not weak...sometimes if
they see that you are weak they might
give you a chance just so...you can be
the image of that specific company
[token female, token minority]...in my
case I don’t want to be the image, I
want to actually do something, so I
want them to see that I am confident
so they can see that I have the
experience to do what is needed."
Camila: "If you choose to recognize
yourself as a Latino or Hispanic,
people who aren't will just
automatically assume, 'well, they
speak Spanish' or if you are Hispanic
or Latino they assume you are
Mexican. And for me it's fine because
I'm Mexican but when I have friends
and [sorority] sisters who are offended
they're like no I'm not Mexican I'm
Guatemalan."
Rachael: "I have never really focused
on the stereotypes of things. I’ve
always considered myself as part of
the in-group or have always associated
myself with everyone, so I don’t really
feel like I’ve been discriminated
against. Or if I have I have been super
oblivious to it..."

kind of like, 'oh, I see what you are
doing here. I see that you can tell
that I’m not the same as other
people that you’ve interviewed,'
especially when it is primarily
White and even more when I say
that I am an immigrant...so then
they are like… ‘oh, you speak
really good English.’ And I’m like
‘thank you.' They have good
intentions [but] it helps you realize
where you are at in this country."
Camila: "Being Latina...I don't
know if I would want to share that.
It is a huge part [of me] but I don't
want that to be something that they
just look at me for is being a Latina
so they’ll be...hiring more
diversity...I don't want that to be
why I am there, to be the only
Latina."

Rachael: "I know that [Latinx
friends] get asked ‘where are you
from?’...and they are like ‘I was
born here, what do you mean
where am I from?’ So it is like they
[job interviewers] assume that they
are not from the US because they
look diffrent and they have
different skin tones."
Susan: "Frankly I don’t think I
personally have noticed any out of
line [comments related to cultural
background] or not. I think all of
my job interviews have been pretty
standard in practice, following
questions and answering them. I
don’t think anyone has ever asked
me 'because you are Mexican, how
will that benefit us?' I don’t
know…"

JOB INTERIVEW SELF-PRESENTATION TENDENCIES
THEME: Balancing Modesty and Self-Promotion
SUBTHEMES:
Using Modesty & SelfPromotion

PARTICIPANT QUOTE:
Camila: “You don’t want to be too
modest but you also don’t want to
come on too strong. I think it’s

PARTICIPANT QUOTE:
Aashir: “When they are
interviewing you and you want to
prove that you are good at
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important to talk about yourself but
not overly talk about
yourself…there’s a good medium.”

Tendencies Toward
Modesty

Ana: “I would say [I am] probably
more modest...I keep them [strengths]
in the back of my mind…I don’t feel
like someone would even hire
someone who is very much showing
off because it is hard to work with
those kind of people, and if you know
how to hold yourself to being modest
or even under represent yourself, there
is more...space for you to do better at
that stuff...that is another thing that
my mom always said…‘don’t show
off, people that show off people don’t
like’ and stuff like that...you don’t
want to come off bad or as a show
off.”

something, you are going to make
it seem like you are the best...so
sometimes you end up ‘selling’
[promoting] yourself. I have to
really think about that and be like,
‘okay, careful with that, know that
sometimes that can sound a little
rude’...I think I just have to work to
be somewhere in between
[modesty and self-promotion] so
that people can see confidence but
not arrogance.”
Camila: “I think sometimes in
interviews I present myself more
modestly just because I get nervous
and I forget...what I want to say...I
forget these other accomplishments
that I have had and I just go for the
big ones, and so I think I do
[present myself] a little more
modestly.”

THEME: Providing Evidence to Support Strengths and Qualifications
PARTICIPANT QUOTE:
Ana: I always give an example...I’m
not just saying this [strength/skill] to
say it, I actually have an example.

PARTICIPANT QUOTE:
Aashir: "I feel like you just have to
try a little bit harder when you are
doing an interview because even if
we don’t want to accept it, it
[cultural identity] does affect the
way people see you...I just feel like
I need to work harder not just in
the interview but in the things that I
do every day so that once I have an
interview I have the tools to say
‘this is what I’ve done’ and ‘this is
why I have the experience’ and
‘this is why you should hire me’
and have more facts...so then once
you are in the interview it is like,
‘oh, yeah, you are qualified, and
we can’t deny it'."

